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Abstract 
“Black women have obtained leadership position as administrators at higher education 
institutions.  While previous research has demonstrated that obtaining leadership positions is 
problematic for Black women, little research focuses solely on the plight and personal agency of 
Black women administrators”.1  While there exists a substantial body of literature devoted to 
examining the ways in which sexism, Anti-Black racism, gender and class inequality shape and 
limit leadership opportunities for Black women in education, few studies have focused on the 
personal agency of these women and how it influences their actions with regard to leadership 
within higher education. This phenomenological study examines the lived experiences of Black 
women in administrative leadership roles in higher education at predominantly white institutions 
and how race and gender intersect, and contribute to their career trajectories in academia.  By 
sharing life stories of Black women in administrative leadership roles in higher education, an in-
depth view of potential barriers, challenges and personal agency would enhance the literature 
pertaining to their roles and their successes.  This research utilizes an historical overview of the 
journey of Black women as they have their first opportunities in the United States to enter into 
academic spaces in the nineteenth century.  Through this historical context, their lived experiences 
and the varied obstacles they have faced as academics and administrators gives an opportunity for 
Black women to voice, document and highlight their careers and to expose the significance of the 
factors which influence the attainments of their leadership success. 
 
 
                                                          
1 Robyn L. Hughes and Mary F. Howard-Hamilton, “Insights: Emphasizing Issues that Affect African 
American Women,” New Directions for Student Services, no. 104 (2003): xi. 
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CHAPTER ONE: INTRODUCTION 
Introduction  
 From the moment the first slave ship left Cape Coast Castle for the plantations of the 
American colonies, Black women have lived lives marked by the legacy of chattel slavery and a 
tradition of Black radical resistance. Throughout the colonial and antebellum periods, Black 
women, both enslaved and free, worked tirelessly for the freedom of Black people. Black women, 
however, seldom receive credit for their brilliant leadership and many sacrifices. Instead, they are 
most often blamed for the continued marginalization of the Black community. This criticism is 
sexist, a-historical and an additional hindrance to the continued progress of Black women within 
higher education and the Black community as a whole. Black women’s great genius and moral 
strength, along with their unique positioning at the intersection of gender and racial oppression, has 
pushed them to create a revolutionary Black womanhood. This has made them critical to the 
resistance and survival of the Black community during the colonial and US antebellum periods, as 
well as to the success of Black people within higher education in the modern era.            
Background and Statement of Problem  
Today, there are many reasons to celebrate the achievements of Black women in higher 
education.2 As students, faculty or administrators, Black women’s presence in American higher 
education has increased significantly since the 1960s. The Civil Rights era and second-wave 
feminism enabled more Black women to enter institutions of higher education to obtain degrees 
and to transform the academy.3 Currently, Black women account for 55 percent of all Black full-
                                                          
2 JeffriAnne Wilder, Tamara Bertrand Jones, and La’Tara Osborne-Lampkin, “A Profile of Black Women in the 21st 
Century Academy: Still Learning from the ‘Outsider-Within,’” Journal of Research Initiatives 1, no. 1 (2013): 27-38. 
3 Ibid 27. 
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time faculty teaching at colleges and universities.4 African-American women account for 64 
percent of all doctoral degrees, 72 percent of all master’s degrees and 66 percent of all bachelor’s 
degrees earned by Blacks in the United States.5  Black women lead the way over Black males in 
many units of higher education, and they continue to progress considerably of any group of women 
in the United States. 
The increased numbers of Black women faculty at predominantly white universities over 
the past several years show a move towards equity and inclusion. It may in fact display new ways 
in which sexism, patriarchy and classism have worked to appropriate and commodify black female 
identities.  Y.T. Moses posits that Black women have been participants in higher education for 
more than a century. However, they are still very limited to almost appearing absent from most 
research and literature focused on academia.6  To add to this ideology, rarely is the impact of 
sexism and racism on Black women in the academy examined.  As more researchers become 
interested in the statistics of Black women in the academy and their struggles, it is possible to fully 
expose the negativity towards Black women in the academia environment.  Many past university 
policies were framed on the assumption that both Black women, Black men, or White women have 
the same experiences.  However, the lack of studies, institutionalized resources, and absence of 
inclusivity in predominantly white institutions, does not support change.  It also lacks addressing 
the inequalities of Black students and Black women administrators’ alike, in higher education. 
Despite these efforts by most predominantly white institutions to support Black women in the 
                                                          
4  Ibid., 27-38. 
 
5 U.S. Department of Education, National Center for Education Statistics, “Degrees Conferred by Sex and Race,” The Condition of 
Education 2012 (NCES 2012-045), Indicator 47 (2012), https://nces.ed.gov/fastfacts/display.asp?id=72 
 
6 Yolanda T. Moses, Black Women in Academe:  Issues and Strategies (Washington, D.C.: Project on the Status and 
Education of Women, Association of American Colleges and Universities, 1989). 
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academy, the enrollment and employment of historically underrepresented students, faculty and 
administrations, are low.     
 As we view many articles and journals, the literature suggests that now more than ever, the 
successful route to the presidency in higher education for women (i.e., Black women) includes 
much opportunity for upward mobility from vice president and provost roles.  The researcher has 
researched and reviewed public files and vitas around the country and interviewed Black women in 
administration leadership roles in academia.  There appears to be a correlation where most often 
these women receive or accept positions that rarely lead to higher positions in administration, as 
many of these positions often lack faculty-line control, such as deans or diversity counsel.    
Significance of Research  
 A womanist, non-western historical framework is needed to properly situate Black women 
within higher education, an institution originally designed for the sole access and benefit of white 
men. Classical leadership theories and even contemporary leadership models have all but ignored 
Black women’s role in academia. In addition, while there exists a growing body of literature within 
Black studies devoted to examining the ways in which sexism, anti-Black racism, and class 
inequality shape and limit leadership opportunities for Black women in education, there is only a 
paucity of literature highlighting the personal agency of Black women and how it influences their 
actions with regard to leadership careers within higher education.   
The significance of this study is to highlight the marginalization, constructive, undesirable 
and conducive ideology that is valuable for Black women seeking leadership roles in higher 
education.  The ideal plan is to contribute to the existing literature by bringing to the forefront the 
perceptions of institutional barriers within higher education.  By shining light on the institutional 
barriers via lived experiences of Black women and revealing their truths, primarily, their struggles 
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within the academy, personal and professional, it may provide vital tools that may help Black 
women in their pursuit for leadership roles in the academy.  
This study has personal significance to the researcher. The researcher has previously 
worked in a predominantly white institution with aspirations of gaining a top-level leadership 
position. While many refuse to address one of the main barriers Black women have such difficulty 
in obtaining leadership in upper administration at PWI’s, white male hegemony and its persistence 
interrupts all those in leadership roles, (i.e., Black women and men, Asian women and men, white 
women, Latina/o women and men, etc.).  There are also extremely limited research studies on the 
black male hegemony buried beneath the surface of higher education.  It does exist in academia 
and other environments across the world, however, rarely discussed.  With various studies 
concluding how stereotypes and external factors influence and affect the number of Black women 
in leadership roles, it is important to understand these factors as Black women desire to be in top 
administrative leadership positions as presidents and chancellors at four-year institutions, PWI’s.  
The research is very limited on the negative impact of White privilege and how racism 
plagues the academy.  White privilege has an overpowering impact on college and university 
faculty and administrative leadership roles in higher education for people of color.  It is difficult to 
address the many facets of racism and racial diversity in higher education and have everyone 
displaying a concern for the level of mistreatment faculty of color and students endure.  Many in 
the academy are aware of how racism often plays and integral part in selection of leadership roles 
in administration, in particular at predominately white colleges and universities. With the increase 
in Black women graduates from higher education (four-year institutions), there will be a need to 
employ more Black women in administrative positions to serve leaders.   However, previous 
studies made it apparent universities posited that Black women experience dual barriers such as 
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racism and sexism on their journey to leadership roles because of the combined effect of being 
Black and female.7 Madden noted the intersection of race with leadership leads to racial and sexual 
stereotyping, token status, inaccurate assessment of work productivity, and unrealistic expectations 
due to racism and sexism that mitigate against the attainment of higher level positions …. in any 
organization. These studies often do not challenge the truth regarding the deeply rooted history of 
racism against people of color in the academy. When several Black women were asked about such 
barriers, they associate the sexism barrier with racism, and white privilege.  
White privilege within higher education reinforces the racism that has been prevalent in 
America for as long as higher education has been in existence. Some often label white privilege as 
the new racism, a new form of white power within academia.8  There are many racial differences in 
the academy. Institutional power in academia generally lies in the hands of the white male at 
predominantly white institutions, where it often lacks to provide opportunities for people of color, 
(i.e. Black women, Asian women, Latina women, etc.) in faculty lines and administrative 
leadership positions.  This practice continues to uplift whiteness and further disregard Black 
women in the academy.  Racism has always been a divisive force separating black (women) men, 
and white men, and sexism has been a force that unites the two groups.9   
Silencing the Black woman has always been the goal for many people in power in various 
institutions and organizations in America.  Although many Black women in the academy speak 
their truths and refuse to no longer be silent, there is still work to do.  For Black women, the status 
quo has been to utilize silence as a means of self -preservation for years. In this study, the 
                                                          
7 Margaret E. Madden, “Gender and Leadership in Higher Education,” Psychology of Women Quarterly 29, no. 1 
(2005): 3-14.  
 
8 Michael Omi and Howard Winant, Racial Formation in the United States, 2nd ed. (New York: Routledge, 1994), 22. 
 
9 bell hooks, Ain’t I a Woman: Black Women and Feminism (Boston: South End Press, 1981), 99. 
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researcher plans to assist Black women break the silence of institutional prejudice by providing the 
necessary tools needed for key individuals to share their truths through written discourse.  Black 
women voices are important in all aspect of life. The results of most research on Black women, 
make it even more critical that the voices of Black women be expressed based on their experiences 
in the academy and in life in general.  
Although there is research that considers the educational experiences of Blacks (women), 
there is scarcity of literature identifying the issues Black women experience in the United States, 
specifically in education.  Michelle Howard-Vital writes: “It is concluded that there is a need for 
more research and theoretical constructs by and about black women in higher education. It is 
suggested that there has been a lack of scholarly interest in the study of black women in higher 
education and research perspectives about this group have frequently been androcentric and/or 
ethnocentric.” 10 While most Black women in the academy frequently have discussions to try to 
eliminate the struggles and inequality they endure in the academy, they are often silenced and thus 
their opinion becomes less valued. However, the researcher is committed to provide a context for 
understanding their journey, through analysis, of their overall historical and modern experiences. 
To include various challenges and obstacles Black women are forced to reckon with while pursuing 
administrative roles in higher education and useful coping strategies voiced by Black women and 
heard by all. 
Purpose of Research          
 The Black “woman experience” in higher education remains largely invisible.  Black 
women throughout the centuries have wanted to make visible their lived experiences on how they 
                                                          
10 Safoura Boukari, “20th Century Black Women's Struggle for Empowerment in a White Supremacist Educational 
System: Tribute to Early Women Educators,” Women's and Gender Studies Program, DigitalCommons@University of 
Nebraska – Lincoln (2005), http://digitalcommons.unl.edu/wgsprogram/4 
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labored for common causes, directed historical movements in which male counterparts were 
praised for many of the women’s accomplishments, and to provide a full truthfully documented 
history of past events.  Many Black women have chosen to remain silent rather than speak to the 
significance of the history of Black women and their struggles as it relates to their career choices, 
why they chose a path or career, their accomplishments and journey into leadership roles in higher 
education or the corporate world or everyday life.   
 In combating the academy’s inherent racial and gender biases, Black women have 
developed innovative leadership techniques that subvert traditional pathways of power. The central 
purpose of this research will interrogate the sources of several of these pathways of power, the 
methods utilized by Black women in higher education to overcome these challenges, and provide a 
clear viewpoint of how these issues influence the professional choices of Black women 
administrators as they share their journeys via life stories.  In particular, this research will trace 
how race and gender may have informed the leadership attainment of Black women in leadership 
roles in higher education.  
 This research provides a platform for the voices of Black women in leadership in academia 
in order to establish a collection of literature through which their life stories can be heard, 
understood, and documented through expressions of truths.  The proliferation and documentation 
of these stories will help provide a more thorough legacy surrounding these women so others may 
have a better understanding of their career paths in academia.  
Description of the Research 
 Focusing solely on the literature, the research is limited and centered on women minorities 
holding leadership positions that do not align with roles leading to presidency of colleges and 
universities. This study aims to illustrate the significance of listening to Black women insights 
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about their personal and professional lives in administrative leadership roles in higher.   This 
approach to examining Black women’s personal journeys to leadership in higher education via 
shared narratives, will enhance the current limited literature but from their own perspective.  
 Many Black female counterparts are not in certain positions of higher education leadership, 
i.e., president or chancellor, etc., in comparison to Whites who dominate and occupy these roles at 
predominantly white institutions.  Many reasons have been offered for attempting to understand the 
issues surrounding the barriers that continue to level the accomplishments of Black women in 
academia.  The importance of understanding why Black women continue to represent only a very 
small percentage of jobs in administrational leadership positions in academia while holding 
advanced educational degrees, is a priority in order to enhance the literature in this field, identify 
viable strategies to increase Black women’s roles in administrative leadership, determine efforts to 
improve the environment in administration in academia, and to eliminate the realities of 
competitive practices in the workplace in hopes of decreasing discrimination, race and gender 
biases between administrators in this field.   
 This dissertation will include the following per chapter:  Chapter One - Introduction to the 
problem, purpose and significance of study, definition of key terms, and theoretical framework.  
The researcher will explain the theoretical viewpoints of Black Feminist Thought, Black Feminism, 
Womanism and Intersectionality, all assist to understanding the journey to leadership roles from 
Black women’s perspectives.   In Chapter Two – the literature is reviewed and an analysis is 
provided of Black women in higher education in the historical context of racism and sexism in 
United States.  During the late nineteenth and early twentieth century there was solidarity among 
Blacks, activists and scholars, in academia, to “uplift the race” through education.  In Chapter 
Three – shares the Methodology used for the study and examines the methods used to complete the 
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research.  Phenomenological research methods discover the underlying meanings of shared lived 
experiences in order to arrive at a deeper understanding of the phenomenon being studied.11  One 
of the goals in supporting this research was to explore the intersectionality of race and gender of 
Black women in administrative leadership roles in higher education, through their lived 
experiences.  The participants’ profiles, personal and professional are also documented in this 
chapter.   In Chapter Four – the participants’ shared life stories surrounding their personal lives and 
professional journeys of the participants will provide detail in this context.  Through narratives, the 
Black women in this study provide detailed accounts of the challenges they face in higher 
education as they self-reflect on life as an administrator.  Also shared in this chapter are the 
emerging themes from this study and analyzed from the narratives of the Black women in this 
study, along with summary results and new discoveries.  Chapter Five – Includes a conclusion, 
observations, recommendations for research, current and future based on the findings and new 
discoveries of this study.  Limitations are documented in this chapter, as the researcher shared 
surprising obstacles and challenges encountered during this process.   
The goal is to use Black feminist thought, Black feminism, womanism and intersectionality to 
reveal the role of personal agency in charting the career paths and leadership choices of Black 
women as academic professionals. While the limitations and expectations of society play a 
significant role in influencing the leadership attainments of Black women, many Black women 
within academia purposefully exempt themselves from positions of leadership for reasons of 
personal preference or self-selection.  This self-selection process means this group of women may 
opt out or possibly never opt into a leadership role in higher education.   
Limited, but useful, chapters 1 – 6 in this study will also do the following: 
                                                          
11 Max van Manen, Researching Lived Experiences, 2nd ed.  (London, Canada:  Alhouse Press, 1997), 33. 
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1. To situate Black women leaders in higher education in a womanist, non-western historical 
framework.  
2. To help the historical vacuum left by traditional studies on Black women in higher 
education by documenting Black women’s life histories.  
3. To highlight the brilliance and personal agency of these Black women leaders and their 
ideology, which drives the development and application of their leadership techniques.  
4. To provide a review of selected literature related to the historical educational experiences of 
Black women leaders within academics and administration of predominantly white 
institutions and other institutions of higher education to enhance the contemporary 
chronicles of Black women in the leadership of academia.  
5. To share the lived experiences and the untold stories of Black women, by Black women, as 
they journey through academia into the world of leadership in administration. 
What appears to be an opportunity for Black women in administrative roles in higher education 
is often for appearances of inclusivity. Many of the leadership roles Black women occupy in 
academia lack in power and are aimed at only satisfying the status quo. The select few (Black 
women) who are successful in attaining a leadership role in higher education regardless of the 
barriers such as social class, race and gender discrimination, appear to fulfill society’s structure of 
inclusiveness.12  Often, Black women are utilized as tokens to fulfill the status quo in 
administrative leadership roles at predominantly white institutions, and on the other hand 
administration understands their connection to the new wave of importance, “diversity”.  Many 
Black women are exploited by the system in new and less explicit ways: educators, Black feminists 
and critical race scholars will have to formulate innovative theoretical frameworks to dispel these 
                                                          
12 Michael Omi and Howard Winant, Racial Formation in the United States, 22. 
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myths, which often fuel anti-blackness and reverse the commodification of black scholarship. 
Regardless of the percentage of degrees acquired by Black women, racism, sexism and a plethora 
of other oppressions remain troublesome hurdles for Black women and other women of color at all 
levels of leadership in academia.     
RESEARCH QUESTIONS  
While exploring Black women in leadership positions in higher education and the many factors that 
hinder or assist in the success of women obtaining roles in academia, there are questions I would 
like to answer.  However, for the purpose of this study I would like to pursue the following central 
question to generate useful information: What are the experiences and perceptions of Black women 
in academia and in administrative leadership roles in higher education? 
The central question to this research led to the following sub-questions: 
(a) How does the personal agency of Black women leaders shape the trajectory of their 
careers within academia?  
(b) How does race and gender play a role in Black women attaining and maintaining 
leadership positions in higher education? 
The phenomenological research method was engaged in this study to connect the 
quintessence of the detail provided in participants’ life histories.  Creswell states the following: 
“the nature of a qualitative research design should capture the “what’ and ‘how’ of the collective 
experience.”13  Gathering insight into the experiences of Black women in administration in the 
academy is extremely important to the researcher, as these women seek to obtain an administrative 
role in the very near future.  Therefore, capturing the strategies generated by Black women will be 
                                                          
13 John W. Creswell, Research Design:  Qualitative, Quantitative and Mixed Methods Approach, 3rd ed. (Thousand 
Oaks, CA:  Sage Publications, 2009). 
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essential in assisting not only the researcher but also other Black women, perhaps to include 
women of color on this very same career path. Thus, a phenomenological research method was best 
suited to identify the shared experiences of the participants in this study.14  This approach appears 
to be the most appropriate for this research in obtaining this goal. 
Theoretical Framework          
 The advancement of Black women within academia from the onset are been grounded in 
the tenets of Black Feminist Thought. This research will employ the following theoretical 
frameworks, Black Feminist Thought, Black Feminism, Womanism and tenets of Intersectionality. 
This framework is necessary, as oppressed groups are placed in the situation of being listened to 
only if their ideas are framed in the language that is familiar to and comfortable for a dominant 
group, thus, often changing the meaning of ideas and works of the oppressed to elevate the ideas of 
the dominant.15 Together, with these theories, the researcher will trace the explanation of the vision 
of Black women in the decision-making for career choices and the level of career paths within the 
leadership of institutions of higher education. The use of Black feminist thought is to identify some 
of the internal and external conflicts experienced by Black women who hold degrees required for 
upper level leadership positions in the academy, i.e., Predominantly White Institutions. These 
conflicts include the: (a) mammy-sapphire continuum of existence, (b) inequality without full 
consideration of credentials and expertise, and (c) white and/or male privilege and the dismissal of 
intersectionality.    
                                                          
14 Clark Moustakas, Designing Funded Qualitative Research:  Handbook of Qualitative Research (Thousand Oaks, CA: 
Sage Publications, 1994). 
 
15  Patricia Hill Collins, Black Feminist Thought: Knowledge, Consciousness, and the Politics of Empowerment 
(London: Harper-Collins, 2000), 62. 
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 In the wake of the political turmoil of the 1960s and ‘70s, African-American women in the 
1980s and 1990s developed a "voice": a self-defined, collective Black women's standpoint about 
Black womanhood16.  The concerns of contemporary Black women are different from those of the 
20th century who fought for access and representation. With Black women’s newfound voice and 
hard-won positioning, they have eked out a small but critical place within the academy.  The  
emergence of Black women leaders within U.S higher education is representative of a history of 
Black women’s struggle for liberation from systems of gender and race oppression. Despite Black 
women’s gains within the area of academic leadership, a number of leading Black feminist 
intellectuals have expressed fear that the current interest in black female voices is a passing fad, 
tying into America’s seeming current obsession with diversity and inclusion. For, although Black 
women’s texts are increasingly finding their way into American classrooms, Black women 
themselves are much less welcome.17 Academic diversity, like colorblind racism, gives off the 
illusion of progress, masking the ways in which every day institutional policies systematically 
suppress and exclude Black women.   
 The researcher has provided several descriptions of key terms used throughout this research 
with hopes this will provided a clearer understanding of terms for the purposes of this study.  
DESCRIPTION OF KEY TERMS - Key terms as defined for use in this dissertation for a clearer 
understanding for my audience are as follows: 
 
Academia  
Institutions of higher education organized into a system, or several systems, of academic 
institutions, with governing boards elected or appointed for each system or for individual 
systems.18 
                                                          
16 Ibid., 62. 
 
17 Patricia Hill Collins, “Learning from the Outsider Within: The Sociological Significance of Black Feminist Social 
Thought,” Social Problems 33, no. 6 (1986b): 14-32. 
 
18 Ronald Ehrenberg, Governing Academia (Ithaca, NY: Cornell University Press, 2004). 
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African-American/Black women  
American women of African or Black lineage.  The terms African-American and Black are 
synonymous in this study to refer to Americans of African ancestry.19  Terms such as 
Women of Color tend to have the consequence of assembling very different groups with 
different experiences and histories together and thereby construct false relationships. 
 
Discrimination  
Actions and/or practices that are intended to negatively impact individual people or 
disadvantage a targeted social group.20 
 
Diversity 
Diversity includes all the ways in which people differ, and it encompasses all the different 
characteristics that make one individual or group different from another. It is all-inclusive 
and recognizes everyone and every group as part of the diversity that should be valued.21 
 
Black Feminism 
Is a school of thought, which argues that sexism, class oppression, gender identity and 
racism are inextricably bound together. It argues that the experience of being a black 
woman cannot be understood in terms of being black or of being a woman. Ideally, each 
concept should be considered independently while including the interactions that frequently 
reinforce each other.  Black feminism, "women who theorize the experiences and ideas 
shared by ordinary black women that provide a unique angle of vision on self, community, 
and society".22 
Feminism - Theory and practice that advocates for educational and occupational equity 
between men and women and undermines traditional cultural practices that support the 
subjugation of women by men and the devaluation of women’s contributions to society.23 
 
 
 
 
 
 
 
                                                          
19 Brenda Lloyd-Jones, “Implications of Race and Gender in Higher Education Administration:  An African-American 
Woman’s Perspective,” Advances in Developing Human Resources 11, no. 5 (2009): 606-618. 
 
20 Fred L. Pincus and Maurianne Adams, eds., “Discrimination Comes in Many Forms: Individual, Institutional and 
Structural,” Diversity and Social Justice (2000): 1. 
 
21 Dorothy E. Smith, “An Analysis of Ideological Structures and How Women Are Excluded: Considerations for 
Academic Women,” Canadian Review Sociology/Revue Canadienne de Sociologie 12 (1975): 353-369. 
 
22 Patricia Hill Collins, Black Feminist Thought: Knowledge, Consciousness, and the Politics of Empowerment 
(London: Harper-Collins, 2000). 
 
23 Dorothy E. Smith, “An Analysis of Ideological Structures and How Women Are Excluded,” Canadian Review 
Sociology, 353-369.  
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Gender 
When a person identifies as female or male.  According to the U.S. Census bureau24, gender 
refers to the identification of self as either female or male. It refers to the social difference 
between femininity and masculinity.25 
 
Higher Education in Administration Leadership 
For the purpose of this research, Higher Education in Administrative Leadership are as 
follows:  Presidents and (Vice), Chancellors and (Vice), Provost and (Associate/Assistant), 
and Chair or Head of Department. 
 
Intersectionality 
Denotes the various ways in which race, gender and social class interact to shape multiple 
dimensions of the everyday lived experiences of African-American women. The concept of 
intersectionality is not an abstract notion but rather a description of the way multiple 
oppressions are experienced.26    
 
Oppression 
A system of relationships among social group in which “one social group, whether 
knowingly or unconsciously, exploits another social group for its own benefit” 27 resulting 
in “vast and deep injustices.” 28  
 
Predominantly White Institution, College or University 
An institution that has been historically, traditionally, and predominantly White and where 
the majority of faculty and administration are white, even if the student body has a large 
number of people of color.29  
 
 
 
 
 
                                                          
24 U.S. Census Bureau, “State and County Quick Facts” (2000). Retrieved from 
http://quickfacts.census.gov/qfd/meta/long_SEX255208.htm   
 
25 Meta L. Kruger, “School Leadership, Sex and Gender: Welcome to Difference,” International Journal of Leadership 
in Education 11, no. 2 (2008):155-168. 
 
26 Kimberle Crenshaw, Demarginalizing the Intersection of Race and Sex:  A Black Feminist Critique of 
Antidiscrimination Doctrine, Feminist Theory and Antiracist Politics (Chicago: University of Chicago Legal Forum, 
1989), 139-167. 
 
27 Lisa R. Jackson, “The Influence of Both Race and Gender on the Experiences of African American College Women,” 
The Review of Higher Education 2, no. 4 (1998): 359-375. 
 
28 Ibid., 375. 
 
29 Audrey Williams, “Research on Black Women in College Administration:  Descriptive and Interview Data,” Sex Roles 
21, no. 1/2 (1989): 99-112.  
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Race 
Race is a social construct created to sort people into categories so they can be treated 
differently. A person’s “race” is usually determined according to observable physical 
characteristics (particularly skin color) and cultural markers (ancestral heritage, language, 
and ethnic classification) within a particular socio-historical and political context.30 
 
Self-Selection  
The purposes of this research - This self-selection process means this group of women may 
opt out or possibly never opt into a leadership role in higher education. Black women may 
choose the route and career for themselves.   
 
 
 
 
 
 
 
 
 
 
 
 
 
                                                          
30 Thomas J. Zirpoli, et al., Behavior Management Applications for Teachers (Boston: Pearson Allyn Bacon Prentice 
Hall (2008), 2. (Zúñiga and Castañeda, 2000; Okun, Fried and Okun, 1999; Smedley, 1999). 
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Chapter Summary 
 The first chapter introduced the purpose of the research study providing information 
surrounding the problem and need for the research.  It also introduces the phenomenological 
research design, central question to the research, several key definitions of terms used throughout 
the study, theoretical approach, and assumptions and limitations.   
 The second chapter will provide a literature review, historical content, theoretical 
framework, and more depth knowledge about the challenges Black women face from the onset of 
enrollment in academia as students throughout a timeline of events which lead up to the lived 
experiences of Black women within their perspective administrative leadership roles.  It is 
important to understand the journey of Black women in education, from the mid 1800’s when they 
were allowed to enter into academia as well as the journey to obtaining leadership positions in 
higher education.  It is the hope of the researcher to capture the essence of the importance of this 
research and provide a full understanding of the oppression and successes of Black women 
throughout their academic experiences then and now.  
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 CHAPTER TWO:  LITERATURE REVIEW 
Review of Literature 
Old adage suggests, ‘the more things change (in higher education), the more they stay the same’.  
    (Jean-Baptiste Alphonse Karr) 
 
 Education has the ability to change an individual’s life in a positive or negative manner, 
unrivaled by any other institution. Over the course of many hard-won victories, the benefits of 
education have been extended to many and in particular to women in the United States. Black 
women, however, remain historically disenfranchised and underrepresented in America’s 
classrooms.  This underrepresentation is most starkly apparent in higher education, particularly in 
the number of Black women employed as school faculty and in administrative leadership roles in 
higher education.  These women have been relegated to the periphery of education and its history, 
despite the critical role they have played in American higher education since the 1900s. Over the 
course of my research, I have critically assessed and explored the literature that documents the 
ways in which Black women have entered the world of higher education and been awarded 
leadership in administration roles.   
One of the purposes of this research is to provide a review of selected literature related to 
the historical experiences of Black women in predominantly white institutions and other 
institutions of higher education in order to better situate the contemporary chronicles of the 
journey of Black women into leadership roles in academia.  Although some research has been 
conducted on Black women in leadership positions,31 most studies have focused solely on 
discussion of barriers, challenges and lack of advancement for Black women, as opposed to the 
                                                          
31 Marilyn Byrd, “Theorizing African-American Women’s Leadership Experiences: Socio-Cultural Theoretical 
Alternatives,” Advancing Women in Leadership Journal 29, no. 1 (2009): 2-19. 
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stories of Black women’s lived experiences.  The literature often detects an absence of Black 
women in the research as many are often discouraged by superiors from pursing these (leadership) 
roles, or may not be the talent pool when succession plans are made.32  However, it might help our 
understanding to recognize the challenging faces of leadership in organizations and make 
theoretical frameworks that are applicable to identified groups (Black women).33 
Although the literature regarding Black women in administration leadership has increased 
in the past several years, for the most part Black women have written the overwhelming majority 
of the small obtainable scholarship produced about Black women and issues of gender and race as 
it relates to obtaining senior level positions in higher education.  The majority of literature is 
concentrated on White males in administration in leadership roles at any academic institution, and 
is saturated with research based on ideas that are viewed as the norm, such as those identities that 
are affiliated with leadership roles in predominantly white institutions, which also are White male 
centered.  Cantor and Bernay state, “The literature was replete with studies on the differences 
between male and female characteristics and traits that are normally associated with leadership, 
such as individualism vs. collaboration.34  Valian indicates that inequality for women existed in 
many professions, such as in business sports, military, academia and politics.”35 And still to this 
day, “…women constitute nearly half of the U.S. labor force, yet encounter discrimination 
                                                          
32 Sheila Wellington, Marcia B. Kropf, and Paulette R. Gerkovich, “What’s Holding Women Back?” Harvard Business 
Review 81, no. 6 (2003): 18-19. 
 
33 Kenneth H. Brinson, “The Effects of Race and Gender in Organizational Leadership Success:  A Study of African 
American Women and Their Challenges to Become Leaders in Corporate America,” Journal of Social Issues 57, no. 1 
(2006): 629-636. 
 
34 Dorothy Canter and Toni Bernay, Women in Power (Boston: Houghton-Mifflin, 1992). 
 
35 Virginia Valian, “Running Place,” The Sciences 38, no. 1 (1998): 18-24. 
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concerning their positions, salaries, and possibilities for promotion.”36  Gibelman states, “In spite 
of having a college degree and work experience, this segment of the population (Black women) 
continues to be passed over for promotions and are paid lower salaries than their counterparts.”37 
As stated in Stephanie Y. Evans work, “This Right to Grow, she notes, “Even in the 
twenty-first century, Lawrence Summers, the former president of Harvard University openly 
disparaged African American and women's scholars. The devaluing of Black Studies as a field 
coupled with the assertion of women biologically based intellectual inferiority—particularly in 
mathematics and science—provides rough academic ground. Based on archaic notions of 
"excellence" and "objectivity," many assume that African Americans and women scholars have 
little to offer the Academy; consequently, the "eminence" of a university is seemingly still 
measured in inverse proportion to the number of Black women scholars on campus. Despite the 
presence of more Black women than Black men in American colleges (due to systematic 
railroading of Black men into United States prisons), and irrespective of the ascendance of a few 
Black women academics to national status, equal access to higher education and institutional 
resources still remains an unrealized goal.38 
Although the beginning of the twentieth century saw increased social status for a select 
few, employment opportunities for the overwhelming majority of Black women were still limited 
to domestic or agricultural work.  Mary McLeod Bethune, raised in South Carolina, recalled the 
pervasive racism in which White children were carefully socialized to uphold supremacist ideals. 
                                                          
36 “EEO in Senior Management:  Women Executives in Westpac,” Asia Pacific Journal of Human Resources 43, no. 2 
(2005): 273-288. 
 
37 Margaret Gibelman, “So How Far Have We Come?  Pestilent and Persistent Gender Gap in Pay,” Social Work 48, no. 
1 (2003): 22-32. 
 
38 Stephanie Y. Evans, “This Right to Grow,” International Journal of the Humanities 3 (2006), http://www.Humanities-
Journal.com 
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One afternoon when Bethune was a child, a little White girl snatched a book out of her hand; it 
was at that point that Bethune realized the power of education and vowed to learn to read despite 
the powerful racist opposition entrenched in the American South.39  By the 1954 Brown v. Board 
Supreme Court decision, Black women had experienced very limited college access. Their 
attendance steadily grew; however, Black women were on average 30 years behind Black men and 
White women in earning the bachelor’s degree, 13 years behind in earning the master's degree, 24 
years behind in earning honors like Phi Beta Kappa, and 50 years behind in earning the Ph.D. 
Moreover, Black women were a solid century behind White men in educational access.40 
As outlined in the PBS documentary “Shattering the Silences”, Black women have yet to 
reach demographic parity in the Ivory Tower.  By 1998, there were only about 5,000 Black women 
of a total 560,000 tenured full-time faculties in the United States. By 1999, a mere 1,706 Black 
women were tenured as full professors (out of 161,309 total).  Numerically, these 1,700 Black 
women still lagged far behind the White women (29,548) or Black men (3,078) tenured as full 
professors. The problem of the twenty-first century is still a problem of the color line--and that line 
is made more distinct by gender discrimination.  By the year 2000, the "community" of over 
176,000 faculty tenured as full professors at public and private research universities in the United 
States consisted of 91 percent Whites, 75 percent men, 72 percent White men, 17 percent White 
women, 8 percent men of color (Black, Hispanic, and Native American combined), and 2 percent 
women of color.41   Despite the fact Black women are enrolled at a higher percentage and produce 
                                                          
39  Jeanne Noble, The Negro Woman's College Education (New York: Bureau of Publications Teachers College, 1956), 
34; Barbara Solomon, In the Company of Educated Women: A History of Women and Higher Education in America 
(New Haven, CT: Yale University Press, 1985),145, 242, n2. 
 
40 Harold Greene, Holders of Doctorates Among American Negroes: An Educational and Social Study of Negroes Who 
Have Earned Doctoral Degrees in Course, 1876-1943 (Boston: PhilPapers, 1946). 
 
41 Michael Nettles and Laura Perna, The African-American Education Data Book: Preschool through High School 
Education (Richmond, VA: Books Press, 1997), 27, 434; Cathy Trower and Richard Chait, “Faculty Diversity: Too Little 
for Too Long,” Harvard Magazine (March–April, 2002): 33-37, 98. 
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more degrees than most other groups, Black women make up less than 2 percent of tenured faculty 
as full professors (jobs that usually lead to administrative leadership positions) in the vary spaces 
they obtained their degrees.  
Exposure to micro-aggressions are pervasive for African American (Black) women, they 
consist of “conscious, verbal, nonverbal, and visual forms of insults directed toward people of 
color”.42  Hughes and Howard-Hamilton both discuss how various racial acts are often extremely 
difficult to investigate and prove in institutional environments.  However, this does not discredit 
those who experience this type of oppression; they are often left feeling violated and go through a 
series of anxiety issues and often cause long-term problems in relationship to such acts against 
them, in particular Black women.  Through this research, the researcher has also discovered how 
critical race theory also examines the internal factors affecting education organizations, to include 
how institutional polices adversely impacted the attainment and successes of Black women in 
administrative leadership positions.43  
We are very fortunate to have learned of some history through the pursuit of this type of 
research through Black women as they document their experiences within higher education as 
students, faculty, and some administrators.  However, as we seek to find more historical evidence 
of Black women in higher education, and why the number of Black women in senior level 
administrative positions are not as numerous or equal in stature to their White counterparts, 
especially White males and other ethnicities, we see that more information is needed.  However, 
there is much debate about the issue of male vs. female and their respective abilities to perform in 
a leadership role in the administrations of higher educational institutions.  According to Kabacoff, 
                                                          
42 Robert L. Hughes and Mary F. Howard-Hamilton, “Insights: Emphasizing Issues that Affect African American 
Women,” (San Francisco, CA: Jossey-Bass, Winter, 2003): 95-104. 
 
43 Derrick Bell, “Who’s Afraid of Critical Race Theory?”  University of Illinois Law Review (1995): 893-910. 
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“leadership styles of women and men are different, mainly along the lines of women exhibiting 
results-oriented leadership behaviors and democratic leadership style while men are more 
strategic, innovative and conservative”.44    
There is limited research as it relates to Black women in leadership positions in 
administration in academia, and with a significant gap in the literature and its lack accuracy, more 
literature must be reported by the Black female voice.  Allowing Black women, a platform to 
express their concerns, share their lived experiences, and document their journeys will provide a 
more accurate historical account and enhance the minimal body of existing knowledge on Black 
women in the academy, in addition to their concerns about obtaining administrative positions. By 
uncovering and comparing past trends and current leadership roles Black women occupy or have 
occupied in higher education, the hope is to provide a more in-depth analysis of Black women and 
their perspectives on the broader issues surrounding securing and retaining senior level 
administrative roles in the academy.  This research is based on personal experiences and 
perceptions; it is important to this dissertation in that it is indicative of the obstacles experienced 
by Black women in administrative leadership roles in higher education.   
 In all, understanding the early impact of Black women on American higher education and 
the future of these women, including their scholarship and career placement, we must rediscover 
the history of higher education in the United States. This history, considering the issues and 
movements that characterized the different periods during which these women lived, will add 
greater meaning to their narratives as a whole as the researcher intends to uncover in this chapter.   
“The more we pull together toward a new day, the less it matters what pushed us apart in the past.”  
        -- Johnnetta B. Cole 
 
                                                          
44 Robert Kabacoff, “Gender Difference in Organizational Leadership: A Large Sample Study,” Management Research 
Group 1, no. 20 (1998): 4. 
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Historical Context and Overview of Black Women in Education  
“Strong, indeed is the girl who can decide within herself where duty lies, and follow that decision 
against the combined forces which hold her back.”45 
 
 It is important to understand Black women in higher education en route to leadership roles 
in administration with a clear examination of where and when the first Black women entered 
academia.   The researcher can achieve this by providing information surrounding their journey in 
degree completion and information regarding the institutions attended, specifically Oberlin 
College, where a vast majority of women of color entered into higher education in the mid to late 
1800s.  Although female seminaries flourished by the 1830’s and 1840’s, most of these institutions 
did not admit Black women.  Thus, the educational opportunities for free African-American 
women in the North were limited.  Officials at Oberlin College in Ohio decided in 1833 to admit 
woman and Blacks on an equal basis with white men.  As a result, most of the earliest Black 
college graduates of the mid nineteenth century, male and female, were Oberlin graduates.46   
 Most of the earliest formally trained Black women could be described as feminist and in 
fact many were extremely vocal on numerous issues, in particular, with issues of race and gender, 
it was impossible to separate the two.  For example, when Fanny Jackson attend Oberlin in 1860, 
her account suggests the institution ‘didn’t encourage’ women to enter the ‘gentleman’s courses’ 
which led to the baccalaureate degree, rather than the ‘ladies course’, even though women are 
supposed to have a choice.  Although in the mist of the disagreements concerning ‘male’ vs 
‘female’ students, Ms. Coppin referenced in her autobiography, she was viewed as a Black person, 
                                                          
45  Charlotte Perkins Gilman, “Delphi Complete Works of Charlotte Perkins Gilman,” US Illustrated, Delphi Classics 1 
(1903): 16.  
46 W.E.B. DuBois, “The College Bred Negro,” Proceedings of the Fifth Conference for the Study of Negro Problems, held 
at Atlanta University, 29-30 May 1900 (Atlanta:  Atlanta University Press, 1900), 29. 
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nothing to do with being a woman.  She was later requested to speak at Oberlin and she mention 
the feeling of ‘honor of the whole African race upon her shoulders’ and if she had failed, it would 
have been ascribed to the fact that I was colored’.47 
The journey of women of color as they pursue full participation in America’s institutions of 
higher learning has been a long and arduous one. Several volumes of historic bind documents 
record the frustration these women faced in higher education.48 There have been numerous reports 
of wage inequities, vague and unclear research and publication requirements, ambiguous tenure 
requirements, limited access to certain disciplines, lack of mentorship and networking 
opportunities and exclusion from strategic decision-making positions.49 While often dismissed 
under the blanket term “micro-aggressions,” these obstacles have been instrumental in limiting the 
participation and progress of women of color in higher education, and continue to perpetuate 
inequality.  
  In the bulk of the research regarding women of color in higher education, Black, Asian 
American, Latina and Indian women are often classified as one monolithic group. Such 
scholarship fails to take into account the impact that race, gender, class and sexuality have in 
influencing the experiences of women of color in higher education.  Scholar Sharon Louise 
Holmes notes:  
“Based upon the long and turbulent history of race and class distinctions in the 
United States, a person would be remiss to assume historical ideologies (i.e. inferior 
vs. superior) created by a White patriarchal system have no bearing on the 
experiences of Black women and other women of color in higher education today. 
This is not to imply that White women in higher education have not suffered 
                                                          
47 Fanny Jackson Coppin, Reminiscences of School Life and Hints on Teaching (Philadelphia:  AME Book Concern, 
1913), 18. 
 
48 Sharon Louise Holmes, et al., “Black Women Academicians Speak Out: Race, Class, and Gender in Narratives of 
Higher Education,” Retrospective Theses and Dissertations, Paper 12459 (1999). 
 
49 William H. Exum, Robert J. Menges, Bari Watkins, and Patricia Berglund, “Making It at the Top: Women and 
Minority Faculty in the Academic Labor Market,” American Behavioral Scientist 27, no. 3 (1984): 301-324. 
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because of White male patriarchy; rather it is to infer that because of their race and 
ethnicity, their academic experiences have not been shaped by race, class and 
gender as those have by women of color.”50 
 
   The omission of women of color from the history of higher education in the U.S. reflects their 
assumed insignificance within American history and society. This absence of Black women from 
the history of American education has been noted by historian Linda Perkins (1987) among others, 
and, while a fresh wave of scholarship [Anderson, 1988; Perkins, 1987; Span, 2003; Waite, 2002] 
has been devoted to uncovering women of color, i.e., Black women’s contributions to academia, 
more still needs to be done.51 
 A historical framework is needed to situate women of color within an institutional culture 
originally designed for the benefit of a White male patriarchy. A number of researchers have 
suggested that in order to grasp the uniqueness of Black women’s experiences in higher education, 
their stories must be studied from within their own cultural and historical context.52 Wilson stated 
that “it is apparent that the limited presence of Black women in higher education, students and 
faculty has its roots in the history of America and cannot be understood separately from that 
history.”53  
 In the historical literature, Black women were notably absent from the narrative of 
women’s higher education.54 Green and Mabokela posit that to effectively understand the Black 
                                                          
50 Sharon L. Holmes, “Black Women Academicians Speak Out,” 13. 
 
51 Linda Perkins, et al., “The Impact of the ‘Cult of True Womanhood’ on the Education of Black Women,” Journal of 
Social Issues 39 (1983): 17-28. 
 
52 Sheila T. Gregory, et al., Black Women in the Academy: The Secrets to Success and Achievement (Lanham, MD: 
University Press of America, 1995, 1999).  
 
53 Reginald Wilson, “Women of Color in Academic Administration: Trends, Progress, and Barriers,” Sex Roles (1989): 
88. 
 
54 Reitumetse O. Mabokela and A.L Green, Sisters in the Academy: Emergent Black Women Scholars in Higher 
Education (Sterling, VA: Stylus Publishing, LLC, 2001).  
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woman’s leadership role in higher education, historical and traditional, must be examined as a 
place of scholarly discourse.  The majority of the twentieth century, racist ideologies were the 
rationale for policies and practices of exclusion.  The literature suggests that within most higher 
education settings, gender was the key primary to influencing negative treatment and limited 
educational options for black women as well as black men. Overall, Black men had much more 
access to more positive opportunities than Black women in higher education.55   
 Academia has given considerable attention to race relations as problems continue to exist 
of racial minorities and have become a phenomenon of social structure and change. Blacks are 
becoming more aware and concerned about systematic oppression throughout the 1960’s, their 
(past) history as well as their present lives, the parameters of their existence were marked by the 
institutional character of racism.56 A concern is how whites see Blacks, and primarily, how whites 
view themselves. Whites began to see social change as a threat to their own interests. Whites 
started to minimize their own white privilege and denying their own personal prejudices rather 
than to accept the reality of racism.57 Racism is widespread throughout the country and is 
prevalent in our everyday lives. Racial discrimination, racial inequality, must not be viewed as an 
illusion of our imagination, but as an importance to the culture, politics, economics and education 
of our country.   
 Institutionalized racism will probably continue in higher education if there are not any 
official affirmative consents in place to level the playing field for leadership roles, especially for 
Black women. We must find ways to address and/or heal the problem of inequality, not mask it. 
                                                          
55 Elizabeth Higginbotham, Too Much to Ask: Black Women in the Era of Integration (Chapel Hill: The University of 
North Carolina Press, 2001). 
 
56 Bob Blauner, Still the Big News: Racial Oppression in America (Philadelphia: Temple University Press, 2001). 
 
57 Ibid. 
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Black Education in the Nineteenth Century (Antebellum and Post-bellum)  
“….white universities felt no special mission, as centers of American culture, to incorporate the 
former American slaves into that culture….” 
-Allen Ballard, The Education of Black Folk 
 
As one reviews the history of higher education in the United States, ever since the days of 
slavery, constraining black education was used as a method to suppress black agency and reflected 
a fear of slave rebellions.  Black women have long been central to the American educational 
system, from 1789 to the 1860s, acting as both educators and students throughout America’s 
schools for nearly a century.  While Black women did not achieve visibility in the history of higher 
education until the mid-twentieth century, their struggle for representation and participation began 
in the nineteenth century.  
 The historical context for understanding African American, i.e. Black women access to 
higher education began in the antebellum era. Before the Civil War, nationally more than 250 
institutions offered college-level work; only a select few were open to black or women students. 
The most notable were Oberlin (founded in 1833), Antioch (1853), and Wilberforce (1856), all in 
Ohio; Hillsdale in Michigan (1844); Cheyney (1837) and Lincoln in Pennsylvania (1854); and 
Berea in Kentucky (1855).58  Generally, efforts to educate black girls [women] brought violent 
reprisals, even in liberal New England, as exemplified by mob violence that destroyed Prudence 
Crandall’s school for black girls in 1833 Connecticut. If the climate in New England proved 
hostile for those educating African Americans, the rest of the country was downright murderous. 
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Yet, in the cold, hard environment of colonial and antebellum America, seeds found fertile ground, 
and buds of hope began to bloom; black women earned their first college degrees in Ohio. Oberlin 
was the only college to graduate a significant number of black women before the Civil War.59   
Due to prohibitions in the South and unstable support for educational attainment in the North, free 
and enslaved black people in the antebellum era relied largely on their own initiative to learn to 
read, write, calculate, and study liberal or vocational subjects. Historians from Carter G. Woodson 
(1919) to Heather Williams (2005) have documented the efforts by black people to conduct their 
own formal and informal learning in the South despite the ever-looming threat of violent 
repercussions.60 
 Despite the deep-seated racism and sexism found in the American educational system, 
women of color have served as teachers, administrators, classroom assistants, special educators, 
counselors, nurses, and professors in schools throughout the United States, thereby challenging 
and expanding the notion of what it means to educate and be educated.  Within the past forty 
years, a demographic and cultural shift has occurred in higher education: the 21st century marks 
the largest number of Black women to enter higher education.61 While it is imperative to recognize 
and celebrate Black women’s continued success in higher education, it is equally important to 
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examine the history of power and subordination that characterizes Black women’s struggles to 
fully participate in higher education.  
 Historically, “education has persisted as one of the most consistent themes in the life, 
thought, struggle and protests of African-Americans.”.62 Undeniably, within the Black community 
education has been viewed as the major tool for the acquisition of racial, gender and class equality. 
And while there is a body of research that takes into account the educational experiences of 
Blacks, there is a scarcity of literature dealing with the educational history of Black women in 
America.  This history would provide a context for analyzing and understanding their overall 
historical and contemporary experiences. Stephanie Y. Evans states, “The first black woman to 
attain a bachelor’s degree did so two hundred years after a white male, forty years after a black 
male, and nearly twenty-five years after three white women received a B.A. from Oberlin in 
1841.63  Only three Black women earned the A.B. by 1865 and are as follows:  Mary Jane 
Patterson, Fanny Jackson Coppin and Frances Josephine Norris, all from Oberlin College. By 
1880, approximately fifty-four Black women had earned a college degree with consideration of 
Fisk, Wilberforce, Howard and other budding African American colleges.   That number rose to 
approximately 252 Black women who graduated from college by the turn of the twentieth 
century.64   
Black education during antebellum and postbellum years were deeply marred and severely 
limited by institutionalized racism. “For the majority of African [Americans] who were enslaved, 
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life was a process of being conditioned to accept White superiority and Black inferiority”.65  In 
order to ensure the success of this “conditioning process” several states passed laws making it 
illegal to educate Blacks. This law was designed to restrict slaves’ writing capabilities and their 
ability to communicate outside of the plantation. South Carolina in 1740 was the first to pass the 
“compulsory ignorance” law in America, with many slave holding states to follow. This law 
prohibited the education of Blacks (slaves).66 Because of the compulsory ignorance laws in slave 
holding states, the education of most blacks was informal. This informal education was largely 
achieved among slaves due to the agency of the Black community.  
Slaves, Literacy and Education 
Literacy was a critical aspect of the Black educational experience. Some slaves were 
allowed to acquire rudimentary literacy skills, the extent of which was largely dependent on the 
benevolence of their master and the type of task they were required to perform.67 Those who 
learned to read and write taught others. In this manner, by way of necessity or by accident, a 
number of literate slaves survived on plantations throughout the American South.68    Prohibitive 
legislation, beginning with the 1740 Act of South Carolina, sent education of Blacks underground. 
Educational historian, Carter G. Woodson, notes that clandestine schools “were in operation in 
most large cities and towns of the South where such law prohibited the enlightenment of 
Negroes.”69  
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In spite of these laws, education remained imperative to the African-American community. 
Educational historian James D. Anderson notes that slaves and free Blacks had already begun 
making plans for the instruction of illiterate Black people:  
“…before Northern benevolent societies entered the South in 1862, before President 
Abraham Lincoln issued the Emancipation Proclamation in 1863, and before Congress 
created the Bureau of Refugees, Freedmen, and Abandoned Lands in 1865.”70 
 
During Reconstruction, historian Christopher Span notes that, “formerly enslaved African-
Americans regarded very highly the idea of being educated, and this sentiment served as an 
invaluable resource in earliest educational initiatives.”71   Span also notes, “that in places like 
Mississippi, between 1862 and 1869, this collective group consciousness served as the cultural 
capital needed to begin and sustain their grassroots educational enterprises.”72 These early schools 
were established and supported by the efforts and resources of slaves, and free Black men and 
women. These schools continued to be supported and funded by emancipated blacks following the 
end of the Civil War. The rapid rise and success of these “secret schools” reflects the 
determination of Black men and women who fought for their freedom using whatever means 
necessary. In this way, freedom and schooling (education) became intimately intertwined.  
Higher Education and Blacks Before and After the Civil War 
The Black women who pursued higher education in the nineteenth century were pioneers. 
Their desire for higher education, when education for women of any race was still highly 
contested, exemplifies their determination to better themselves and uplift other Blacks. The lives, 
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activism and scholarship of many Black women, including Anna Julia Copper, Nannie Helen 
Burroughs, Maria Stewart, Ida B. Wells, Fanny Jackson Coppin, Mary Church Terrell and 
Charlotte H. Brown, had been recovered, hundreds of other Black women who helped paved a 
path to higher education remained largely unnamed and invisible. Their invisibility, however, 
should not be categorized as proof of an inability of Black women to learn. Rather, as Paul notes in 
her study of the lives of Anna Julia Cooper and Nannie Helen Burroughs, the invisibility of Black 
women in the early history of higher education serves to remind scholars that, “Black women’s 
experiences [in higher education] are complex and often neglected in the interest of racial, gender 
and class oppression.”73 
In order to accurately examine Black women’s participation in higher education, it is 
important to note the change in the meaning of higher education over time, as well as its context. 
Both before and after the Civil War, many schools and colleges offered a combination of liberal 
arts and vocational education. In the late nineteenth century, the growth of private secondary 
schools and the establishment of public high schools paved the way for more advanced collegiate 
study. The term “higher education” often applied to any studies beyond the elementary level, 
although the rate of educational development varied from region to region.74  For example, 
Southerners in the 1880s labeled higher education as what we now consider to be high school 
education, and even that level of education was a privilege only available to a select few.75 During 
the same time period, however, other parts of the country were experiencing a significant 
expansion in the number of public schools. When substantial populations of students were 
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receiving a high school education, colleges began to raise their academic standards. As a result, the 
term “higher education” became equated with what might be considered at least two years of 
college and shortly after, the full four years known today.76 
Berea College and its connection to Blacks in Education 
Founded by abolitionist John G. Fee, in 1855, Berea College, a small liberal arts school, 
was built at the base of the Cumberland Mountains, Madison County in Kentucky.77 Berea College 
is noted as one of the first fully integrated colleges in the South, has free tuition for all its students 
and an interesting racial history.  Fee believed a school should be of equality and excellence for 
men and women of all races.  He often preached against slavery through his uncompromising faith 
and courage.78 Its design during 1865 to 1892, was endorsed as a monumental experiment in a 
slaveholding state were Berea enrolled an equal number of blacks and whites under racial 
coeducation.  And in 1887, enrollment for the academic year was 96 blacks and 91 whites, totaling 
187.  However, in 1904, a law, known as the Day Law, targeted Berea for its integration, in both 
relationships, careers, social class and education thereby outlawing integrated education in 
Kentucky. With the new law in effect, Berea admissions were focused more on white 
Appalachians for enrollment, as students were prohibited an education of an integrated population 
of black and white students. In a desperate attempt to regain its population of black students, Berea 
officials decided to establish Lincoln Institute near Louisville to continue the education of blacks.  
Berea College re-integrated in 1950 after the Day Law was amended and was the first 
college in Kentucky to reopen, allow blacks students to gain a college education.  Although 
Elizabeth Denny was the first Black woman to be accepted into Berea post-1950 and has been 
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recognized for her accomplishments, Jessie Reasor Zander became the first black to graduate in 
1954 after desegregation.79 Denny is recognized as the first Black woman to be accepted into 
Berea, while Zanders graduated with a degree in elementary education. 
Although Berea College shares outstanding historical data regarding its free tuition and 
access for blacks as early as 1855, the majority of the historical text surrounding one of the first 
colleges to accept women of color does not include Berea College.  Oberlin College, in Ohio, as it 
relates to historical texts, appears to have the limelight as being the first of its kind to openly admit 
women of color into higher education.   
The Importance of Oberlin College to Black women in the Higher Education  
In reviewing the historical context of the entrance of women of color into higher education, 
their experiences at Oberlin College, a predominantly white institution, is useful. Oberlin College 
is important in discussing the experiences of women of color in higher education because it was 
the first predominantly white college to openly admit students of color into its matriculating 
bachelor’s degree program. Founded in 1833, Oberlin was the first institution to admit both Blacks 
and women, notably, enrolling 152 identifiable Black women in its college and preparatory school 
in the antebellum years,80 thus becoming a pioneer among higher education institutions. Oberlin 
College served as the educational home to such notable Black women educators as Anna Julia 
Cooper, Fanny Jackson Coppin, Mary Church Terrell and others in the 1900s.      
In the mid to late nineteenth century, Oberlin College played a pivotal role in fostering 
Black women’s education.  Founded in 1833 by a Presbyterian minister and a missionary, located 
                                                          
79 Bonnie Dailey, “One of the First Black Women to Attend Berea College Honored,” pub title? (November 2014), 
http://www.richmondregister.com/news/local_news/one-of-the-first-black-women-to-attend-berea-college-
honored/articile_0c0f9160-67c3-11e4-a014-77337551d301.html. 
 
80 Elizabeth L. Ihle, ed., Black Women in Higher Education, 72. 
 
36 
 
in the Midwestern agricultural community of Oberlin, Ohio, Oberlin College was established for 
the purpose of creating a school to educate ministers and teachers to save the “Godless West”.  
The town and college were founded together, creating one of America’s first “college towns.”  
Oberlin extended beyond its immediate campus into the surrounding town, creating a uniquely 
cohesive community. Historian Cally Waite remarks on the uniqueness of Oberlin, writing:  
“In the early nineteenth century this new colony of Oberlin was both progressive and 
perfectionist. It was a community that embraced progressive and unpopular ideas yet was 
conceived out an of a perfectionist evangelical movement. From the school’s inception in 
1833, women students were educated in the same classrooms as men. This was, for the 
time, unique, as the majority of women who were educated during the antebellum period 
attended New England female seminaries in small numbers. The notion of women and men 
learning together was overwhelmingly discouraged.”81   
Although women were not able to earn a B.A. degree at Oberlin until 1837, the “Ladies Course of 
Study” closely followed the curriculum of the classical college curriculum, and in 1834 (one year 
after its founding), the trustees and faculty of Oberlin agreed to admit students irrespective of 
gender and color.82  
 This decision was not unprecedented, as anti-slavery activities at Oberlin dominated the 
pre-Civil War period of the college. Lectures on anti-slavery were common topics by faculty 
members of the college and, in 1836 an economic boycott of products made by slaves was 
instituted.  July 4th was viewed by Oberlin College as a day of “cruel mockery” and instead 
celebrated August 1, the anniversary of the emancipation of slaves in the British West Indies.83 
Little distinctions were made among students. There were no course grades, students recited in 
alphabetical order, and prizes and honors were not given at commencement. Secret societies or 
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similar organizations were strictly prohibited from the college and were viewed by the 
administration as “undemocratic” and a danger to “republican institutions”.84  Thus the feeling of 
camaraderie was strong on the campus and students were able to develop academically without a 
sense of competitiveness.  
While Oberlin was founded upon a liberalist tradition, it was not without problems in 
implementing its beliefs regarding race, class and gender. In regard to the 1834 decision to admit 
students regardless of color, both trustees and faculty were fiercely split. Many female students 
threatened to immediately return to their homes in the event that Black students were admitted to 
the school. Even Oberlin’s president, Charles Finney, was no great advocate of equality, admitting 
that he had a “constitutional dislike of blacks”. Oberlin founder Rev. John J. Shipherd, however,  
reminded students, faculty and trustees that admitting Black students was in Oberlin’s best interest, 
as it was in line with Oberlin’s founding principles, ‘doing good toward men’, the gospel and 
integral in Oberlin’s economic survival.85 While Shipherd’s appeal did cause some trustees to 
change their minds, it was the $10,000 Tappan endowment in 1851 and the eight paid 
professorships that caused many trustees and faculty to change Oberlin’s admissions policy. Under 
the Tappan endowment, (endowment named after Arthur Tappan, a wealthy silk merchant and 
benefactor who has provided financial needs to Oberlin since 1835), critical funding and several 
professorships were contingent on the admission of Black students. The decision to admit students 
of color to Oberlin sparked months of controversy.  Waite notes:   
“Issues of faith could be argued in the abstract, but an affirmative decision meant the 
concrete reality of black students attending the college and living in the community. 
Surely, fears were raised of a potentially large black population settling in Oberlin, and 
those fears overshadowed issues of faith.”,86   
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Even after Oberlin decided to admit Black students, few Blacks attended.  In 1859, only 32 of the 
college’s 1,200 students were Black and by 1861, only 245 of the 8,800 students who had attended 
throughout the school’s history had been Black.87 While the majority of the nation’s Blacks in the 
1860s lived in the South and were prohibited by law from obtaining an education, few Northern 
African-Americans had the financial means or academic preparation to attend college.  To enter 
the Collegiate Department as a freshman at Oberlin, students had to be examined in: Andrews’ 
Latin Grammar and Reader, Nepos, Cicero’s Select Oration, Virgil, and Latin Prose Composition; 
Crosby’s Greek Grammar and Lessons, three books of Xenophon’s Anabasis, and the Gospels of 
the New Testament or an equivalent; Algebra to Equations of the Second Degree and Weber’s 
General History.88  Blacks weren’t the only ones who struggled to meet Oberlin’s basic 
requirements; the majority of Oberlin’s students—both Black and White—were enrolled in the 
Preparatory Department.89 This point was recognized by James Henry Fairchild, Oberlin’s 
president from 1866-89, who represented the college’s position on the issue by stating:  
“No adaptation of the course of study to the special needs of colored pupils was ever made.  
It was not a colored school that was proposed, but a school where colored students should 
have equal privileges.”90 
 
Those few students that attended Oberlin prior to the Civil War years were exposed to the unique 
experience of being educated as equals with whites and having the opportunity to develop and 
participate, to a great extent, in the Oberlin community.  
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Black women at Oberlin College and Their Accomplishments  
 Oberlin is expressly important to the history of women of color in higher education 
because of its dedication to its institutional mission and positive praxis by maintaining an open 
enrollment policy, which was unprecedented at the time of implementation. Educational pioneers 
Fanny Jackson Coppin, Mary Church Terrell and Anna Julia Cooper were all students at Oberlin 
College. While each woman’s journey at Oberlin and after graduation differed greatly, their 
resolve and commitment to education for racial and sexual equality and for Blacks and women was 
strengthened during their years at Oberlin.  
 Fanny Jackson Coppin, the first Black woman to graduate from Oberlin College, 
exemplified strength and commitment. Her personal academic accomplishments translated directly 
into her passion for educating other Black people. Coppin’s studies and work at Oberlin and later 
her role as principal at the Philadelphia Institute for Colored Youth is a testament to her belief of 
education as an important tool in fighting for racial and gender equality. Coppin was born enslaved 
in Washington D.C., in 1837. Coppin’s freedom was bought by an aunt while Coppin was a young 
girl.91 She moved with relatives to New Bedford, Massachusetts, and later to Newport, Rhode 
Island, where she was able to receive a rudimentary education. As a teenager in Newport, she 
moved into the home of an aristocratic New England couple where she was employed as a 
domestic servant. While working there, Coppin was able to take private music lessons and hire a 
tutor. “To get an education and to teach my people,” was her foremost goal in life, and she worked 
to ensure it became a reality.92 Coppin entered the freshman class of the Collegiate Department of 
Oberlin in 1861. Coppin, like many other Black women, viewed education as a means to 
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demonstrate that Blacks were intellectually equal to Whites. Coppin recalls, “the faculty did not 
forbid a woman to take the gentlemen’s course, but they did not advise it.”93 Enthusiastic to 
disprove stereotypes of Blacks and women, Coppin simply “took a long breath and prepared for a 
delightful contest” when she competed.94 Throughout her life, she was challenged by the words of 
John C. Calhoun, antebellum senator from South Carolina, who made the doctrine of Black 
inferiority the greatest defense for the institution of slavery.95  
 Throughout her tenure at Oberlin, Coppin worked tirelessly for the advancement of 
African-Americans and women of color in education. After the Civil War, Oberlin saw a surge of 
freedmen. In response to this increased need, Coppin voluntarily established an evening class for 
freedmen, which met four nights a week. The class was composed of mostly adults that came to 
the evening class after working all day. Most of the students were illiterate, so Coppin taught the 
fundamentals of reading and writing. Coppin was both very diligent with and extremely proud of 
her evening class, and she often conducted public exhibitions to present her students’ work. 
Always eager to display the talents of Black people before the public, she remarked that she was 
“always fond of a demonstration”. The evening school drew many visitors and the local newspaper 
carried accounts of its progress.  For instance, on February 4, 1863, the Lorain County News 
reported:  
 
Coming along College Street the other evening we heard John Brown 
Song ringing out in a full chorus from twenty-five or thirty voices in 
the rooms of the evening school at Elmore Block…all the exercises 
are entered into with as much heartiness and interest as the closing 
song of the evening in question. The school consists entirely of 
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adults, of both sexes, who were deprived of school privileges in early 
life and whose days are now given to labor.96    
  
 The following year the newspaper again reported:  
We had the pleasure last Friday night of making the evening Colored 
school, taught in Colonial Hall this winter…This school is open to all 
the Colored people of Oberlin, both young and old, who desire to 
receive instruction in the elementary branches, reading, writing, 
spelling, grammar, etc., and is most ably conducted by Miss F.M. 
Jackson, a young lady of rare accomplishments and devotion to the 
work. On the evening of our call the exercises were most interesting. 
The pupils were mostly adults, who, after a hard day’s labor 
embracing the opportunity afforded them for self-improvement, bent 
their minds to the tasks before them with an earnestness and 
concentration that were truly gratifying. Miss Jackson has the knack 
of at once interesting and instructing, a fact evidently well 
appreciated by her scholars who appeared to enter with great 
enthusiasm into all her novel plans for their improvement.97  
  
The success of Fanny Jackson Coppin’s evening class and her success at Oberlin is testament to 
her will and dedication not only to her own success, but also the success of her people.  
While her evening classes were supported by Coppin’s colleagues and fellow citizens of Oberlin, 
she remained acutely aware of the complexities of race within Oberlin and its surrounding 
community. The burden of failure remained present; she was keenly aware that the failure of either 
her or her students would be attributed to Black people as a race. She used the evening classes as a 
platform to show that the denial of education to Black people was a sin and that Black people were 
fully capable of academic success. Chopin’s role as instructor was significant because it was  
customary for the college to hire its best students from that program as instructors. As an 
instructor, Coppin taught both Black and White students. Upon graduation, she continued her 
mission in educating Black students by accepting a job as the principal of the Female Department 
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of the Institute for Colored Youth, a high school for Blacks in Philadelphia, founded by the 
Society of Friends in 1837.98 
Colorline Experiences at Oberlin        
 Anna Julia Cooper and Mary Church Terrell, also students at Oberlin College in the late 
nineteenth century, believed wholeheartedly in teaching as political activism.  Although the 
schooling and careers of these women encompassed the post-Reconstruction era, like Coppin these 
women also faced the arduous task of struggling for racial and economic uplift and social equality 
while fighting to attain higher education. Cooper was born in Raleigh, North Carolina, on August 
10, 1858. She was the eldest of two daughters born to an enslaved black woman, Hannah Stanley 
and her white master George Washington Haywood.99  As explained by biographer Louise 
Hutchinson, “from early on Cooper possessed an unbridled passion for learning and a sincere 
conviction that women were equipped to follow intellectual pursuits.”100  Mary Church Terrell was 
born in Memphis on September 23, 1863. Her father, Robert R. Church, Sr., was a businessman 
and her mother a housewife. Though her parents divorced while she was young, they both 
encouraged Mary to pursue an education and sent her to live with close family friends Yellow 
Springs, Ohio, to ensure that she would be afforded an excellent education.101 
Although both women attended Oberlin at the same time, the difference in their class 
backgrounds caused them to have different experiences, and their shared identity as Black women 
during the post-reconstruction era resulted in many similar experiences. Anna Julia Cooper entered 
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Oberlin College at the age of 23 as a widow.  Her age and her marital status were in stark contrast 
to many of the other women that attended Oberlin at the time. Most of Oberlin’s entering female 
students were between the ages of 17-19 and were unmarried.102 Because she had no financial 
resources of her own, Cooper lived at the home of Professor Charles H. Churchill. Her living 
arrangements along with her age and her race only separated her further from her majority white 
female classmates and physically separated her from other Black women living on campus.103 
In contrast, Terrell came from a seemingly wealthy freed Black family. Terrell notes of her 
experience at Oberlin:  
Few women in Oberlin College took the Classical Course at that time. They took what was 
called the Literary Course, which could be completed two years sooner than the Classical 
Course but which did not entitle them to a degree, they simply received a certificate. Some 
of my friends and schoolmates urged me not to select the “gentlemen’s course”, because it 
would take much longer to complete than the” ladies’ course”. They pointed out that Greek 
was hard; that it was unnecessary, if not positively unwomanly, for girls to study that “old 
dead language” anyhow; that during the two extra years required completing it I would 
miss a lot of fun which I could enjoy outside of college walls. And, worst of all, it might 
ruin my chances of getting a husband, since men were notoriously shy of women who 
knew too much. “Where”, inquired some of my friends sarcastically, “will you find a 
colored man who has studied Greek?” They argued that I wouldn’t be happy if I knew 
more than my husband, and they warned that trying to find a man in our group who knew 
Greek would be like hunting for a needle in a haystack.  But I loved school and liked to 
study too well to be allured from it by any of the arguments my friends advanced…I 
decided to take a long chance. I wrote to my father and laid the matter clearly before him, 
explaining that it would cost more to take the course that I preferred and that few women of 
any race selected it. My dear father replied immediately that I might remain in college as 
long as I wished and he would foot the bill.104 
 
 While this excerpt speaks to Terrell’s middle-class background, inherent in her recollection is the 
belief about the importance of women marrying well, and that being too educated could impede a 
woman’s chances of doing so. In addition, her recollection speaks to the limited educational 
opportunities for blackest men and Black women, during the time period.   
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 Despite class differences, the shifting campus climate and budding racial intolerance 
provided Terrell and Cooper with similar experiences.  In her book, Permission to Remain Among 
Us: Education for Blacks in Oberlin, Ohio, 1880-1914, historian Cally Waite notes that Oberlin 
shifted from a historically liberal institution that fostered integration to a conservative 
segregationist institution that profoundly changed the educational opportunities for Black students 
at Oberlin College and in the community.105 Waite declares that three specific incidents at Oberlin 
dramatically changed the College and town:   
1. In 1882, White students protested sharing dining tables with their Black classmates.   
  
2. In 1905, literary societies formalized the unspoken policy of excluding Black men from 
membership.   
  
3. By 1909, separate housing was built for Black women because they weren’t welcomed 
to the dormitories with their White classmates.106   
  
These three events are of particular importance not only because of the response from alumni and 
members of the community, but because they symbolize more than individual prejudice of a few 
students or faculty members; they indicate the beginnings of segregation as a recognized and 
accepted policy of the college administration.107  Waite comments that in the February 1883 issue 
of Oberlin Review, one White student wrote:  
Is there a color line in Oberlin? Much has been said, much written during the past year 
about the color line in Oberlin. The outside world has told in articles written to various 
papers, that Oberlin is no longer the Oberlin of the founders; that she has repudiated her 
history; that she has become as radical a defender of race distinctions as she was formerly 
an opposer. It is for the purpose of stating the true position of the case that this article is 
written.108 
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The student continues by arguing that Oberlin was the same institution that it once was, but he 
contended that the student body had changed and had become more class conscious. It was the 
“class prejudice which gave rise to the color line”, and although “there may have been class 
prejudice before…never before has it been so manifest as this year.”109  He argued that “the United 
States had now created another class of students who did not need to work their way through 
college” and it was these students that brought with them racist attitudes. Many Black students 
agreed that the attitudes of students were beginning to change at Oberlin; however, this change 
could not be passed off as class differences. Waite notes that several Black students wrote in to the 
Oberlin Review and argued, “the assertion that is the wealthier class of students who are more 
prejudiced to color seems to us false…Let us not stigmatize the wealthy as those who have least 
refinement.”110   
Black women’s Concerns at Oberlin and Post-Reconstruction  
 While there is no record of Terrell and Cooper’s public opinion of the growing segregation 
of Oberlin while they were students, it is certain they were affected by the changing campus 
climate. Terrell served as an editor of the Oberlin Review during her years as a student, and it is 
more than likely that she read several of the opinions and comments of both Black and White  
students about the dining hall incident. In her autobiography, Terrell talks about her concern 
during these racial changes and increased segregation at Oberlin after her graduation in 1884. In a 
1914 letter of appeal to Oberlin President King to take action and to remember Oberlin’s 
responsibility to Black students, Terrell wrote: “If colored students are to be segregated at Oberlin 
with such a wonderful record as it once made for itself even in the dark days of slavery, it seems to 
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me it would be wiser and kinder to exclude them altogether.”111 In her six-page letter, Terrell 
summarized the changes for Black students since she graduated from the college. She recounted 
her disappointment at each new phase of segregation—in the literary societies, the dormitories, 
and the athletic teams—and how finally she had to speak out about her disappointment.  Both 
Terrell and Cooper graduated from Oberlin in 1884 and both went on to become teachers. Their 
experiences at Oberlin and their growth and development as women in the racially hostile post-
Reconstruction era enhanced their resolve to dedicate their lives to educating themselves and other 
Black people.    
During the post-Reconstruction era both the southern and the northern states in America 
embraced the segregationist policies of Jim Crow, and Oberlin began to take on more typically 
national political views on race segregation, hierarchy and oppression. As one Oberlin student 
recalled of her years at Oberlin,  
“Perhaps the first thing that ought to be pointed out is that Oberlin is in America. It is not 
now, nor has it been, a utopia.”112 
 
 With the 1896 Plessy vs. Ferguson decision, the United States Supreme Court upheld the 
constitutionality of legally segregating the White and Black races in a passenger rail car in 
Louisiana. The sanctioning of legal racial segregation by the Supreme Court gave rise to numerous 
public policies that articulated the importance of maintaining racial hierarchies that catered to the 
political economic interests of the White ruling class while at the same time oppressing and 
exploiting people of color. White universities and colleges were among these discriminatory 
organizations, and colleges throughout the country often discriminated against Black students, 
either by denying admission in general or enforcing social segregation on campus.   
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While Coppin, Terrell, Cooper and other Black women were successful at Oberlin, their 
experience was a unique outlier to that of the majority of Black women in the post-bellum years. 
For the majority of Black women, working was the only option for survival the years following the 
Civil War. Many worked as sharecroppers, spending long days in the fields alongside Black men. 
Many others were employed as domestics in households.  Formal education, while still important 
to many Black women, became increasingly unattainable.  
From the post-reconstruction era until the end of World War I (1877-1919), progress for 
Blacks was slow and uneven. The early nineteenth century ushered in an era of increasingly 
stringent racial ideology that reinforced previously held notions of the inherent inferiority of 
African people and the superiority of Europeans.113 In the latter half of the nineteenth century, the 
pseudoscientific theories of Charles Darwin began influencing political theory. His thesis—the 
process of natural selection, the struggle for existence, the need for adaptation—were applied to 
human society to justify the political and social subordination and oppression of non-Whites.   
The period from the late 1800s to the 1920s was one of dramatic transformation and rapid 
expansion in American society. The economy was switching from an agrarian to an industrial and 
urbanized one. Continued hope for freedom—social, political and economic—was a major theme 
throughout the post-Reconstruction era. While African-Americans were free from the institution 
slavery, they were re-entrenched in the similarly oppressive institution of Jim Crow, a time of 
oppressive racism that permeated every facet of the American economic, political and social order. 
Racial terrors in the form of lynching and indiscriminate sexual assaults of Black women were 
rampant.  
 
                                                          
113 Lisa R. Jackson, “The Influence of Both Race and Gender on the Experiences of African American College Women,” 
The Review of Higher Education 21, no. 4 (1998): 359-375. 
 
48 
 
Education in the North and the Rationale for Educating Black women 
In 1862 Mary Jane Patterson became the first African-American woman to receive an A.B. 
(B.A.) degree when she graduated from Oberlin College. Patterson went on to teach in Ohio and 
Pennsylvania, eventually settling in Washington, D.C.  She served as principal of the Preparatory 
High School for Colored Youth (now known as Dunbar High School) in D.C. during the 1870s: she 
became the school’s first African-American principal.   Unlike in the antebellum years, when 
northern schools had significant attendance by Black women, by the 1900s, the leading schools for 
Black collegiate women were in the segregated South. The "Seven Sisters" women's colleges were 
surprisingly slow to grant access to Black women, and there were only three historically Black 
women's colleges: Spelman in Georgia, Bennett in North Carolina, and Hartshorn Memorial in 
Virginia.114   
Charting the educational attainment of Black women during the nineteenth and mid-
twentieth century, is not difficult nor as elongated as other groups, but more significant. Stephanie 
Y. Evans, author of Black Women in the Ivory Tower, 1850-1954, examines Black women in the 
academy from a historical viewpoint.  During this period, some of the most notable work of Black 
women were Zora Neale Hurston, Fanny Jackson Coppin, Mary McLeod Bethune, Pauli Murray, 
Mary Church Terrell and others are documented in her work.  She examines their educational 
philosophies, educational experiences, academic careers, the climate within and outside of 
academia.  As most of the scholarship on Black women’s history, are researched and reported by 
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Black women, there are others who show an interest in documenting Black women’s journeys pre, 
during and post-academy.   
In addition to the rise of racism, the nineteenth century also saw a resurgence of 
evangelical Protestantism, which called for the critical importance of educating women and girls to 
fulfill their new roles in a changing culture.  However, the “cult of true womanhood” did not 
include Black women and girls. The “ideal woman” exhibited qualities of innocence, modesty, 
piety, submissiveness and domesticity. The “ideal woman” was expected to dedicate her life to her 
home, husband and children. As explained by B. H. Andolsen: 
“The “true woman was almost certainly the wife of a well-to-do male, usually White and 
native born, whose economic success made it possible for her to reign as queen of the 
home.”115 
 
The concept of “true woman” could not apply to Black women. Feminist researcher Beverly Guy-
Sheftall notes: 
“The unfair criticism of the Black woman was due to the fact that Black women did not 
represent the Eurocentric image of the “true woman”. She argues that this was “indicative 
of the degree to which prevailing notions about race and gender interacted in the mind of 
Whites and resulted in a particular set of attitudes about Black women.”116 
 
As stated by A.T. McCluskey: 
 
The “true woman” ideology prescribed moral guidelines of conduct for the White native-
born middle-class female that “essentialized her role as a paragon of feminine virtue and 
morality.”117 
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Tyack and Hansot also noted: 
 
The purpose and rationale for both a classical and a vocational type of curriculum for white 
women was to increase girls’ chances of marrying well, to make them better wives and 
mothers, and to add “systematic knowledge and utilitarian skills to their God-given talents 
in nurturing children.”118 
 
Education for women of Color was largely an afterthought. In the pursuit of higher 
education, Black women were severely limited by the social and cultural demands of 
American society. For many White philanthropists the rationale for educating Black 
women was the following:119 
   
1. To make good wives and mothers   
2. To train good domestic servants and agricultural workers.  
 
The second reason was informally expanded by the Black community to include training: 
 
“Black women to be teachers, nurses, missionary workers and Sunday school teachers in 
order to uplift the race” (Easter, 1995, p. 23).   
 
In the latter half of the nineteenth century, Black colleges began to train African-American 
teachers. Fisk University, Hampton Institute, Tuskegee and several other Black colleges and 
universities were established in the post-Civil War South (Davis, 1981 p. 109).  Most of these 
institutions admitted women, however: Scotia Higher education, Spelman and Bennett were built 
exclusively for Black women. In their early years, these schools almost exclusively trained Black 
women to become teachers. Teaching, which was perceived as a womanly job, was the primary if 
not the only professional occupation for college and normal school Black and White female 
graduates during the mid to late 1800s.120 Teaching offered one of the only viable professions for 
urban Black women, as an alternative to, for example, domestic service. “Black women were 
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excluded not only from male professions, but also from the comparatively restricted areas opened 
to White women. Being a teacher in the Black community gave rise to visibility that emerged as 
community leadership” and teaching became an arena for political activism wherever it 
occurred.121  
 Employment opportunities for formally educated women were scarce. Thus, economic 
necessity as well as prevailing ideology supported the emergence of careers for women in 
education. “The new tax-supported public schools needed large numbers of inexpensive (therefore 
female) teachers, and increasing numbers of women needed a source of income.”122 
Black women as High School Teachers and their Demands for Equal Access in Higher 
Education in the Early 20th Century  
High school marked a critical step toward higher education for many women of color, and 
many Black degree holders went on to teach in high schools throughout the nation. One such high 
school was Washington Preparatory High School in Northwest, Washington, D.C. The school, 
which was more popularly known by its informal name, M Street School, had a respected 
reputation of academic excellence.123 M Street is notable in the history of women of color in 
higher education because it was the first and only high school established for blacks—in 1870, 
nine years before the establishment of a similar high school for White students in the nation’s 
capital.124 The high school had a long history of attracting highly qualified Black teachers and 
administrators, the majority of whom were Black women. Among these women were Anna Cooper 
                                                          
121 Cynthia Neverdon-Morton, “Self-Help Programs as Educative Activities of Black Women in the South 
1895-1925,” Article Edythe Hargrave, in Journal of Negro Education 51, no. 3 (1982, 1942): 207-221. 
 
122 Maxine Schwartz Seller, Women Educators in the United States, 1820-1993: A Bio-Bibliographical Sourcebook 
(London, England, Greenwood Press, 1994), xviii. 
 
123 Dierdre Glenn Paul, Life, Culture and Education on the Academic Plantation, 51. 
 
124 Ibid., 51. 
 
52 
 
and Mary Terrell, both of whom taught at M Street during the course of their careers.  While the 
professional limitations faced by many educated Black women undoubtedly played a role in the 
popularity of teaching among Black degree holders, this does not diminish the motivation, courage  
and resolve displayed by Black female faculty at M Street School. Terrell writes:   
 
“…however well-trained the teachers and strong the principal of a school may be, it is 
impossible for him to accomplish as much as he might, if his teachers also are not efficient 
and conscientious in the discharge of their duties…this high school has been greatly 
blessed…The teachers…not only enjoy superior educational advantages, but have 
faithfully discharged their duties.”125  
  
In her historical research on Washington, D.C., Constance Green revealed that at M Street 
High School a dedicated, stimulating and college-educated faculty fostered students’ intellectual 
ambitions.126 M Street’s teaching and administrative staff possessed far more college degrees than 
the staff at the White high schools in the nation’s capital.127  In addition to their brilliant faculty, M 
Street’s curriculum was dominated by the classics. A classical curriculum in a school for Blacks 
was rare because the prevailing viewpoint of the dominant society believed that an industrial 
education provided the best and most appropriate model of educating Black students.128 Green’s 
research also found that in an exam given to all of the District of Columbia’s high school students 
in 1899, M Street’s students scored higher than the District’s White high schools.129    
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Black women teachers were deeply committed to the possibilities for Black life and the 
development of Black communities. In the Black high schools of America’s segregated past, such 
as M Street, feminist bell hooks observed that there seemed to have been on the part of [Black 
female] teachers and their pedagogical practices “a messianic zeal to transform [Black students’] 
minds and beings”. Teaching and learning were deeply related to how one lived and behaved and 
was connected to the anti-racist struggle. “For Black children, education…was about the practice 
of freedom…and for Black female teachers like Cooper and Terrell, teaching was a means of 
political activism and racial uplift.”130  
 The period between the end of the Civil War and the start of World War I was a period of 
remarkable growth for American colleges and universities. Higher education expanded mainly 
through institutions financed by public taxes, particularly the land-grant colleges established by the 
U. S. Congress with the Morrill Act of 1862.131 Land-grant institutions, along with a growing 
system of state colleges, marked the beginning of a unique style of American higher education: 
publicly supported institutions of higher learning serving a broad range of students.  
While schools like Oberlin had been the home for women like Fanny Jackson Coppin, Mary 
Church Terrell and Anna Julia Cooper, the majority of Black students in the late nineteenth and 
early twentieth century were enrolled in private colleges founded specifically for Blacks, known as 
historically Black colleges and universities (HBCUs). Northern religious mission societies and 
white philanthropists were primarily in charge of setting up and funding HBCUs.132 HBCUs 
played a critical role in the higher education for Blacks because most states excluded Blacks from 
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publicly supported higher education. Of the 17 Southern states that ordered racially segregated 
education during the Jim Crow era, 14 refused to establish land-grant colleges for Black students. 
Although Congress required all states to create colleges for Black students in 1890, many of these 
public-funded institutions were colleges in name only. State-funded Black schools failed to meet 
the land-grant requirement to teach agriculture, mechanical arts and liberal education on a 
collegiate level.133 The outright racist refusal of these state governments and public colleges and 
universities to accept or create equal facilities for Black students cemented HBCUs as the leaders 
and proprietors of Black higher education. HBCUs would go on to become a main producer of 
Black baccalaureates and professionals in the late nineteenth to the mid-twentieth century and their 
status and survival is a key issue in any discussion of 21st century education policy.  
Educational opportunities for Blacks in the late nineteenth century and the early decades of 
the twentieth century were consistently highlighted by black agency and a resolve to be educated 
and pursue the Black struggle for political, social and economic freedom. As in previous years, 
Black women continued to educate themselves for the betterment of their families, their 
communities and their race. In her study, The Negro Woman’s College Education, Jeanne Noble 
(1956) notes that in 1920 approximately two in every ten graduates of Black colleges were 
women.134 Ten years later, in 1930, four of every ten graduates of Black colleges were Black 
women, and by 1940 more Black women than Black men were receiving degrees from Black 
colleges. Noble cites The Great Depression, WWI and WWII as considerable factors that led to a 
decrease in numbers of Black male graduates.135 However, she discusses the lure of teaching and 
the field of social work as plausible professions for the increase of Black women entering into the 
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academy. Teaching has always demanded a college education.136 In the early years of 
Reconstruction, teachers did not need a degree, but could teach if they had previously trained in 
high schools and proved their academic success. However, by the end of the nineteenth century 
and the beginning of the twentieth century, a bachelor’s degree had become the norm for teacher 
qualification.137   
Teaching for the sake of posterity and racial uplift in the Black community was never a 
gender-specific profession. In the years immediately following the Civil War and throughout the 
Reconstruction era, there was great need for teachers, and the profession was open to Black men 
and women.138. However, as educational and professional opportunities expanded for Black men 
in areas such as dentistry, preaching, and medicine, Black women gradually began to replace 
Black men in the field of teaching. Moreover, as qualifications for teaching became more stringent 
and degree requirements became more exacting, Black women in large numbers began not only to 
pursue bachelor’s degrees, but master’s degrees as well. Many of their advanced degrees were in 
the field of education and social work. While the professional occupations in education and social 
work added to increase the number and type of degrees’ Black women earned, the accomplishment 
of earning an advanced degree at all was an accomplishment that often spoke to Black women’s 
personal dedication, will, and economic sacrifice. While many Black women earned a bachelor’s 
or even a master’s degree during this time, economic factors kept Black women from actively 
pursuing a formal education beyond K-12.  
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Black Woman Pursuing Doctoral Degrees during Reconstruction in Predominantly White 
Institutions 
During the first half of the century, Black students who wanted to earn a doctorate had a 
difficult time pursuing their goal. Black students interested in pursuing a doctorate degree during 
this time had to attend White institutions in the North because Blacks were not allowed to attend 
southern white universities and HBCUs did not offer doctorate degrees.139  Those that did seek 
doctorate and professional degrees at Northern institutions, either public or private, had to deal 
with a campus climate that was often unwelcoming of Black students, as well as female students.   
 In an article in the Journal of Negro Education, Edythe Hargrave recalls her experience as 
a Black student at a white institution in the 1940s. She begins her narrative by describing why she 
chose to attend a white college:   
“I decided to go to a white college. I lived in the town where it was situated; consequently, 
I would not have the expense of room and board that would follow if I choose a Negro 
college; my brother had graduated from this college; and also, I had heard it said that a 
colored student who graduated from that institution was highly respected for his scholastic 
ability.”140  
  
Hargrave’s reasons for attending a white college began to mirror the possible reasoning and 
rationale of other Black students to attend white colleges in the 1930s, 1940s and 1950s. In the 
early decades of the twentieth century, the movement of blacks to the North increased 
tremendously.  Thousands of Blacks left the South to escape sharecropping, worsening economic 
conditions, and lynch mobs. They sought higher wages, better homes, and political rights. From 
1910 to 1970, Black migration transformed the country's Black population from a predominantly 
southern, rural group to a largely northern, urban one. The geographic shift of Black people from 
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the South to the North during this Great Migration led to increased educational opportunities. 
While many schools in the North were not welcoming of Black students, they did allow Black 
students to attend their institutions. Hargrave discusses her conversations with friends regarding 
her choice to attend a white college:   
“Some of my Negro friends pointed out that they would never think of going to a white 
college. “I want the social life”, they said. The social phase of college life is the most 
important.  Well, I entered a white college with the determination to confront all of the 
white faces over there, and show them that I could be one of them scholastically; even if 
my color were different...mine was the determination to be a good student.”141  
 
Hargrave’s resolve to be a good student was often met with surprise and disdain from her white  
 
colleagues and professors. She adds: 
 
“I realized, however, that a Negro entering a large institution of thirty-one hundred students 
of whom twenty were Negroes would lack the social life that goes along with a well-
rounded education…I had heard that the professors graded Negro students lower simply 
because they were Negroes. I met many surprised glances and looks of “Do colored 
students go here?” or frowns of disgust. I found that when I spoke the rooms would be in  
complete silence to see what the Negro girl was going to say. My reaction was to show 
these people that I was a good student. This idea obsessed me.”142  
 
Hargrave never mentioned her college by name, but she did graduate and advised other students 
that at that time might possibly consider attending a white college,  
“It feels all right to be a Negro at a white college if you do not walk around” feeling 
inferior, noting “feeling inferior makes one inferior.”143 
 
  Black women played crucial role in the battle against segregation.  While experiences like 
Hargrave’s and others may have been the norm for Black students at White Northern institutions, 
Black students in the South had problems even gaining admittance into some White institutions, 
particularly white professional and graduate schools.  In 1946, Ada Sipuel, a Black woman and 
resident of Oklahoma, applied to the University of Oklahoma Law School, the only law school in 
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the state, and was denied on the basis of her race. Sipuel, along with the legal team of the NAACP, 
filed a petition in Oklahoma courts against the University of Oklahoma’s decision. Their petition 
was denied because the Gaines decision of 1938 did not require a state with segregation laws to 
admit a black student to White schools. Further, the Oklahoma courts maintained that the state 
itself was not obligated to set up a separate school unless first requested to do so by Black students 
desiring a legal education. The decision was affirmed by the Supreme Court of Oklahoma. The 
U.S. Supreme Court, however, reversed this decision, and held that the state was required to 
provide Blacks with equal educational opportunities as soon as it did so for whites.144  
 In 1949, Ada Sipuel was finally admitted to the law school at the University of Oklahoma. The  
university established a law school just for her—in a roped-off section of the state capitol in 
Oklahoma City, where they assigned three instructors to teach her. She suffered this treatment  
until Thurgood Marshall, National Association for the Advancement of Colored People (NAACP) 
attorney during this time period, who later to become a Supreme Court justice, won the McLaurin 
v. Oklahoma State Regents case in 1950, overturning the state’s previous decision to create 
separate facilities for students of color. While many believed Sipuel to be a puppet in the NAACP 
legal strategy to overturn the Plessy decision, Sipuel made the conscious decision to delay her 
legal career in order to challenge segregation. She had the opportunity and economic means to 
study at Howard University, where her brother also attended law school, but instead chose to delay 
her admission into law school in order to help desegregate the University of Oklahoma.145   
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For many Black women, higher education and the professoriate became a viable career 
option that would not only satisfy their intellectual curiosity, but through their scholarship also 
would help to serve the interests of the larger Black community.  As with other notable 
desegregation cases before it, the landmark U.S. Supreme Court decision of Brown (1954), along 
with governmental influences of the post-World War II era—including the G.I. Bill, financial aid 
legislation, and research support—gave Blacks more access to K-12 schooling and more 
educational opportunities and choices regarding which undergraduate and graduate institutions 
they would attend. Black women began to enroll in various disciplines in hopes of widening their 
career choices and continue to be of service to the Black community.  
Black women – the Road to Gaining Access to Higher Education and Administrative 
Leadership Roles 
Reported more recently by Florence Omachonu (2012) in “Politics of Upward Mobility for 
Women and Minorities in Higher Education,” she states the following:  
“The data reported by the American Council on Education’s, Office of Women in Higher 
Education (1995), shows that of the 2,903 higher education institutions in the U.S., only 
16 percent are headed by women presidents. A 4 percent increase in women presidents 
occurred between 1992 and 1995, and the highest proportion of women leaders are found in 
private two-year institutions,” (p. 3).146 
 
 As for women employed in leadership in higher education a more recent study by Bilen-
Green, Froelich and Jacobson documents the following: 
“In 2008, Bilen-Green, Froelich, and Jacobson examined 221 doctoral granting institutions 
and found that only 14% of them had a female president and only 25% of the provosts or 
deans were women.147 Overall, the number of women in leadership is highest in 
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traditionally female fields, like nursing and education, and at smaller schools and two-year 
institutions;148 and lower at religious, public, and land-grant research institutions.149 
 
 In reviewing of these findings, from the above statistics we see that percentages of women 
in leadership in higher education demonstrate that women and minorities promoted to senior-level 
administrative positions have made slight gains. However, they remain underrepresented on most 
campuses. The slow emergence of women and minorities into senior-level administrative positions 
suggests that the very limited presence of women of color in higher education administrative roles 
has “its roots in the history of America and cannot be understood separately from that history.”150 
 For Black women, the road to gaining access to higher education has been a difficult one. It 
has been one of struggle, perseverance, and enlightenment. While Black women, as early as the 
1920s, had begun in colleges and universities as professors, women of color as a whole continue to 
be relegated to the margins of higher education’s history.  In their pursuit of academic scholarship, 
these women overcome most odds, facing strict opposition from patriarchal, racist, and class 
exploitative structures.151 Due to decades of economic and social oppression, the cost of private 
college and university tuition was beyond the means of most African-Americans. Under these 
conditions many Black women would be unable to pursue a higher education. It would not be until 
the 1970s and 1980s that Black women would enroll in large numbers in PhD programs. These 
women later re-entered higher education as professors at various types of institutions.152  Since 
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those two decades, Black women have slightly increased their representation at the undergraduate 
and graduate level, as professors and as administrators, in some educational environments, 
marking great progress in equity within America’s educational system. However, this progress 
does not signify the end of the discriminatory practices, which are endemic to higher education in 
the United States. 
 As Reginald Wilson states in his article titled Wilson, Reginald. “Women of Color in 
Academic Administration: Trends, Progress, and Barriers.” Sex Roles (1989): 
  
“Despite progress, women are still disproportionally underrepresented in leadership positions in 
higher education.  Women must contend with a glass ceiling, which we argue is constituted by 
discourses of impossibility and femininity.  These discourses discourage women from recognizing 
their qualifications, continuing to develop skills, and making a plan that would position them to 
obtain leadership positions in colleges and universities. Although the problem has been articulated 
before, little practical information is offered to help women navigate it. To rectify this, we identify 
and outline competencies needed for advancement in higher education and suggest strategies for 
recognizing, tracking, and developing relevant skills.  Aspiring women leaders need an 
understanding of the problems that keep them from advancing, an awareness of the competencies 
needed for administration, practical tactics for acquiring such proficiencies, and a sense that their 
goals are attainable. In sum, they need a plan,” (p. 22-23).153 
 
 Research reveals that advancement in professorial rank is swiftest among those in scientific 
disciplines (Brown, 1989).154 The anomaly is that Asians are the fastest growing group among all 
ethnicities in attaining professorial promotion and tenure, and Blacks are the slowest growing; yet 
Blacks have the highest number of administrative positions and college presidencies among 
minorities, and Asians the lowest. Undoubtedly, this is usually explained by the existence of the 
historically Black college presidencies, of which there are 105, with each year decreasing in 
number. However, even excluding all Black colleges, Blacks still have more college presidencies 
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than Asians.155 However, the numbers are vastly smaller for Black women than for those of white 
women.  
Rather, the key to Black women’s continued success in academia hinges on their ability to 
organize, create their own academic journey, provide safe-haven spaces, and to tell their stories 
that could further the development of a Black female intellectual tradition.  Despite the 
aforementioned progress that has been made by Black women in higher education, they still 
experience difficulty in obtaining leadership roles at the highest possible administrative levels in 
academia.  Yet, if Black women are beyond qualified, why does this problem still exist? Here is 
one explanation, dating to the 1920s: “...black woman are rarely acknowledged as primary 
contributors to Black history and progress even though they were ‘measuring up to the highest of 
standards of service, of accomplishment, and always leading ‘our’ men in service and sacrifice” 
(Garvey 1924c, 10).156  These women have been relegated to the periphery of education and its 
history, despite the critical role they have played in American higher education since the early 
1900s.      
Black women professionals in higher education bring visibility to the continued existence 
of race and gender oppression, and the hegemony that supports systems of oppression within the 
academy. The Euro-centric patriarchy embedded in higher education in the United States has long 
worked to force Black women into subordinate roles. According to Woods-Fouche, “African-
American women are more underrepresented in leadership positions than any other group, 
especially in positions that lead to university presidential appointments. African-American women 
are more concentrated in lower-level administrative positions where they carry out policy, as 
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opposed to formulating policy157.”  The power differential embedded into Black women’s carrying 
out of policy, as opposed to its formulation, is an important manifestation of the constraints of 
institutionalized racism and sexism.  Despite rising beyond the requirements for holding positions 
in academic leadership, Black women (especially when compared to their white female 
counterparts) are offered such positions in administrative leadership at a much lesser rate. Black 
women who possess the knowledge, the degrees, and the experiences necessary to lead institutions 
as provost, chancellor, president, etc… still rank the lowest in percentage of academic leadership 
job occupancy.  Therefore, one may ask, will Black women ever be provided a seat at the 
proverbial table?  
It is not understood how African American leaders’ heightened awareness of racism and 
sexism affects the way they exercise leadership.158   What is Leadership?  According to B.M. Bass, 
leadership has many different definitions. He defines leadership as:  
“Leaders inspire others to follow, and cultivate an environment of teamwork, rust and 
 collaboration. The focus of group processes, as a matter of personality, as a matter of 
 inducing compliance, as the exercise of influence, as particular behaviors, as a form of 
 persuasion, as a power relation, as an instrument to achieve goals, as an effect of 
 interaction, as a differentiated role, and as initiation of structure.159 
 
In discussing leadership, the majority of leadership studies have influenced society a leader 
consists of the White-middle class male, and this male model has dominated leadership to the point 
most leadership attributes are masculine in nature.160 Leadership in the literature, usually discuss 
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men and women lead differently.  In studies about the leadership of women that surfaced in the 
1970’s and 1980’s, the focus was on the experiences of middle to upper class white women without 
commensurate attention to women from other classes and women of color, i.e. Black women. 161   
Eagly and Karau concluded men emerged more frequently as task-oriented leaders, whereas 
women emerged as social leaders.  “Men’s specialization relative to women in strictly task oriented 
behaviors is one key to their emergence as group leaders; thus ensuring that men would be seen as 
better ‘fit’ than women in the role of leadership”. 162 
 Much of what we understand about leadership theory are based on studies that occurred in 
the early 20th century and did not include women, period.163  However, the research contends that 
rather than providing parity for women leaders, the literature has helped to perpetuate certain 
stereotypes of gender specific roles by arguing that men and women have inherently different ways 
of leading.164 The inability to apply traditional leadership theories to African American women 
(Black women) in predominantly white organizations (institutions) may present a need to re-
evaluate traditional theory in respect to practical application in these settings.165 
 What appears to be an important fact regarding administrative leadership roles among 
Black women is the perceived lack of opportunities for those positions.  Linehan reports, “barriers 
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exist because (Black) women and minorities were passed over for the most part. They were 
excluded for the ‘good old boy’ networks that usually are composed of individuals (males) who 
hold power and status in an organization or institution; and African American (Black) women who 
are educated and have the competencies to perform leadership positions, the lack of power, status, 
race and gender oftentimes impedes their opportunities.”166  Black women in leadership are 
categorized as incompatible within managerial decision-making roles in administration.  “In a 
study on African American women’s actual leadership styles, the Multifactor Leadership 
Questionnaire (MLQ), provided the results of 17 Black women college presidents, the research 
found their leadership was more transformational than transactional”.167    Parker and Olgivie state, 
“African American (Black) women executives’ leadership strategies and tactics may be 
conceptualized as a function of (a) their socialized traits, behaviors, and styles, and (b) their distinct 
social location within dominant culture organizations or institutions”.168 
Theoretical Framework and Leadership 
The theoretical framework utilized in this research are Black feminist thought, Black 
feminism, womanism and intersectionality.  It is within this framework Black women in 
administrative leadership roles effectively illustrate the experiences of Black women in general and 
are more than adequate to demonstrate the ways in which the experiences of Black women in 
higher education are truly unique. Explore the following definitions to better understand how Black 
feminist thought, Black feminism, womanism and intersectionality interlock within this study, as it 
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will provide you with theoretical applications associated with the experiences of Black women in 
higher education at predominantly white institutions. 
Black Feminist Thought  
Black women have reported the various challenges. They often encounter experiences of 
systemic, interlocking oppressions, as it appears to delay their journey in their personal lives, as 
well as academic and professional careers in leadership. Research indicates that Black women deal 
with such issues as invisibility, exclusion, tokenism, poor mentoring and academic support, 
physical and emotional burnout, and lack of respect.169  Patricia Hill Collins provides detail of a 
structural domain of power in her book, Black Feminist Thought, as it relates to the various 
experiences Black women encounter in academics and the professional structure.  Collins 
mentioned it is designed to disadvantage Black women, she states: 
This larger system of oppression works to suppress the ideas of 
Black women intellectuals …Denying Black women the credentials 
to become literate certainly excluded blackest women from positions 
as scholars, teachers, authors, poets, and critics. Moreover, while 
Black women historians, writers, and social scientist have long 
existed, until recently these women have not held leadership 
positions in universities, professional associations, publishing 
concerns, broadcast media, and other social institutions of knowledge 
validation. Black women’s exclusion from positions of power within 
mainstream institutions has led to the elevation of elite White male 
ideas and interests and the corresponding suppression of Black 
women’s ideas and interests in traditional scholarship (5).170  
 
Patricia Hill Collins also outlines the theory of Black feminist thought in the reading and 
clearly defines the importance to note its six distinguishing features:   
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1. Black women’s group location in intersecting oppressions produces commonalities 
among individual Black women. (The matrix of domination – power organized through 
overlapping or interlocking systems of oppression, i.e. race, class, gender, etc.) 
 
2. Black Feminist Thought emerges from a tension linking experiences and ideas. 
 
3. Black Feminist Thought is concerned with the connections between Black women’s 
experiences as a heterogeneous collectivity and any ensuing group knowledge or 
standpoint. 
 
4. Black Feminist Thought is concerned with the essential contributions of African 
American women intellectuals. 
 
5. Black Feminist Thought is concerned with the significance of change. 
 
6. Black Feminist Thought is concerned with its relationship to other projects for social 
justice. 
 
Collins further states:  
Black feminist thought's emphasis on the ongoing interplay between Black women's 
oppression and Black women's activism presents the matrix of domination as responsive 
to human agency. Such thought views the world as a dynamic place where the goal is 
not merely to survive or to fit in or to cope; rather, it becomes a place where we feel 
ownership and accountability. The existence of Black feminist thought suggests that 
there is always choice, and power to act, no matter how bleak the situation may appear 
to be. Viewing the world as one in the making raises the issue of individual 
responsibility for bringing about change. It also shows that while individual 
empowerment is key, only collective action can effectively generate lasting social 
transformation of political and economic institutions (12).171 
Collins takes special care to acknowledge that academia is not synonymous with Black 
feminist intellectualism, defining Black women intellectuals as those who engage in intellectual 
work through a “process of self-conscious struggle on the behalf of Black women, regardless of the 
actual social location where the work occurs.”172  This definition of Black feminist intellectualism 
is critical because Black women intellectuals have long been excluded from conventional academic 
spaces.  
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Patricia Hill Collins’ groundbreaking 1986 essay “Learning from the outsider within: The 
sociological significance of Black Feminist Thought,” explores the experiences of Black women 
faculty within universities in the U.S.  In her essay, Collins presents the idea that Black women live 
as perpetual outsiders within the academy. Although Black women are increasingly able to gain 
access to higher education in the United States, they remain “outsiders-within” because the power 
structure within predominantly white universities remains unequal. This imbalance of power fixes 
Black women’s status as outsiders.173  Collins supports the “outsider-within” ideology, noting that  
Black women’s idea should be placed “in the center of analysis ….not only to privilege those ideas, 
but to encourage White feminists, African American men, and all others to investigate the 
similarities and differences among their own standpoints and those of African American 
women.”174 
The perpetual marginalization experienced by Black women as “outsiders-within” the 
academy is a re-occurring theme in the life stories of many Black women scholars, especially those 
who work in predominantly white institutions. Traci Palmer Baxely175, an associate black professor 
at Florida Atlantic University, reflecting on the intellectual conflict often produced by this 
marginalized integration wrote: 
As a university professor at a predominantly White university, I have 
earned the “privilege” of being one of the insiders — degrees that 
adorn the walls of my office give me the rights and responsibilities 
therein. Yet even with these accomplishments, as an African-
American woman, I remain a member of the “others,” who are the 
focus of my scholarly work. As an African-American woman 
educated in White institutions, I have been trained in mainstream 
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methodologies and epistemologies, but my cultural experiences and 
knowledge sometimes conflict with these very methods that 
marginalize me as a woman of color.176 …Navigating the role as a 
(legitimate) scholar and someone who is Othered is an unyielding 
balance that often goes unnoticed and unacknowledged in the 
dominant academic culture.177 
 
 Black women, the outsiders within the academy, must learn not only how to get along in 
their communities, but also how to get along in the dominant society of higher education. While 
this marginalization is often a major professional hurdle for Black female intellectuals seeking 
positions in the upper levels of university administration, it also produces a distinct voice rooted in 
a unique understanding of the intersections of race, gender and class. Thus, as outsiders, Black 
women leaders are able to see and understand the systems of power in academia in ways that 
members of the dominant group cannot.        
 The renowned Black sociologist W.E.B. Du Bois first articulated this concept by positing 
his double-consciousness theory. Double-consciousness, as a theoretical tool, reveals the nature 
and the psychological effects of the racial hierarchy in American society. According to Du Bois:   
After the Egyptian and Indian, the Greek and Roman, the Teuton and Mongolian, the Negro 
is a sort of seventh son, born with a veil, and gifted with second-sight in this American 
world, — a world which yields him no true self-consciousness, but only lets him see 
himself through the revelation of the other world. It is a peculiar sensation, this double-
consciousness, this sense of always looking at one's self through the eyes of others, of 
measuring one's soul by the tape of a world that looks on in amused contempt and pity. One 
ever feels his twoness, — an American, a Negro; two souls, two thoughts, two unreconciled 
strivings; two warring ideals in one dark body, whose dogged strength alone keeps it from 
being torn asunder.178  
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 With his theory of double-consciousness, Du Bois helped create an epistemology that 
centered the dilemma of blackness in a decidedly anti-black society. However, in naming merely 
two worlds (the world of the Negro and the world of the [white, U.S.] American), Du Bois fails to 
consider sexism in his analysis of the psychological impact of U.S. American society on the Black 
psyche. Doing so leaves out the gender-specific oppression experienced by Black women. 
 Black women, being both Black and women, must struggle within four different worlds—A 
white world, a Black world, a man’s world and a woman’s world—each of which is separate and 
unequal. Thus, it could be argued that Black women process a quadruple-consciousness. Although 
it is likely that all Black women in the United States possess a quadruple-consciousness, for Black 
women academics, because of their positionality with respect to white power structures, this 
quadruple-consciousness is possibly far more intense.      
According to Collins, this unique epistemological standpoint creates a special standpoint on 
“self, family and society.”179 This belief in Black women’s unique perspective on issues of race, 
gender and power is echoed in the writing of many other Black feminist scholars including bell 
hooks. In her essay “Black Women: Shaping Feminist Theory,” hooks explain the formation of 
Black women’s world view writing: 
Black women (with no institutionalized “other” that we may 
discriminate against, exploit or oppress) often have a lived 
experience that directly challenges the prevailing classist, sexist, 
racist social structure and its concomitant ideology. This lived 
experience may shape our consciousness in such a way that our 
worldview differs from those who have a degree of privilege 
(however relative within the existing system). It is essential for 
continued feminist struggle that Black women recognize the special 
vantage point our marginality gives us and make use of this 
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perspective to criticize the dominant racist, classist, and sexist 
hegemony as well as to envision and create a counter-hegemony.180 
 
Traci Palmer Baxely, emphasizes the importance of Black women’s unique epistemological 
standpoint writes: 
As I continue to evolve as a scholar, writing from the margin about 
the margin, those who are in the center can also benefit from my (and 
other women of color scholars’) experiences and bodies of work. The 
aim here is not to provide more evidence from an African-American  
 
scholar about the role of academic institutions as bastions of White 
privilege. Rather, drawing on Giroux’s (1992; 1997) notion of 
critical praxis as border crossings, and border pedagogy as counter-
text, I examine the manner in which borders are created, navigated, 
and crossed within spaces that engage in counter-hegemonic praxis at 
the micro levels of the institution.181 
 
Black Feminism      
 The history of feminism in America is associated with two very distinct waves that are 
linked to two key movements in African American history: the abolitionist movement (first wave 
linked to the Nineteenth Amendment in 1920) and the civil rights movement (second wave 
associated with the Title VII and IX of the Civil Rights Act of 1964). Immediately after these two 
monumental historical periods, a third wave followed and many Black women activist developed a 
feminist consciousness that inspired an agency to strive for empowerment on their own terms.  
Collectively, their feminism was more expansive than the agenda put forth by White women, in 
that specific social, economic, and political issues facing Black communities we incorporated into 
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a theoretical paradigm that today we call Black feminism.182  Black women were sick and tired of 
being silenced and alienated by their male counterparts, white men and indeed, by white women.  
The main goal of Black feminism is to design a political movement to tackle the 
interlocking systems of sexual, heterosexual, racial, and class oppressions. To recognize the 
struggle of Black women against these multiple forms of oppressions. Ula Taylor writes: “….it also 
“seeks to develop institutions to protect what the dominate culture has little respect and value for – 
Black women’s minds and bodies”.183 During the first and second waves of change in America, it 
was extremely difficult for Black women to be recognized for their efforts in leading and 
organizing. However, they were the front runners regardless of the limited recognition they receive 
behind the footsteps of Black males in the same category.  Angela Davis writes in Women, Race 
and Class: 
Although African-American women received their share of beatings 
and incarnations, but back at the headquarters-the freedom house’ – 
they still, along with the white women, did the housework: in the 
offices they type and when the media sought a public spokesperson 
they took a back seat.”184 
 
Black women, through their experiences of social, economic, race and gender oppression, 
were always strongly aware of their group identity.  And even more aware of white women who 
defined much of their feminism in personal and unusual terms. Many writers believed that 
feminism became a movement affecting the social standing of white women in middle and upper-
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class clusters and only the social status of other clusters. Black women felt the need of more from a 
feminist standpoint. While centering their thinking in a dualistic way of being ‘Black and feminist’, 
they realized the need to create Black feminism.  
 There has been a sustained debate within the Black feminist community concerning 
whether or not to refer to radical black feminism as feminism or womanism. Most black feminist 
scholars see little difference between the two, as both are based in a common ideology of gender 
equality and Black women’s self-determination.185  Barbara Omolade, a leading expert in Black 
women’s history notes, “black feminism is sometimes referred to as womanism because both are 
concerned with struggles against sexism and racism by Black women who are themselves part of 
the Black community's effort to achieve equity and liberty.”186 While many Black women find the 
terms to be essentially synonymous and use them interchangeably, the significance of their 
distinction remains an important part of the development of Black feminist thought.  
Womanism           
 In in Search of our Mother’s Gardens, Alice Walker’s studied collection of essays, she 
presents four meanings of the term womanist.  Walker, who is most famously known for her novel 
The Color Purple (for which she won the National Book Award and a Pulitzer Prize), was born in 
the rural South during the 1940s. Her distinct experiences as a Black, queer woman growing up in 
the social and economic terror of Jim Crow Georgia informs Walker’s interpretation of black 
feminism and womanism.       
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 To Walker, womanism is rooted in the folk expression “you acting womanish,” a phrase 
used by senior Black women to chide younger girls for willful behavior. The bold persistence, 
which characterized “womanish” Black girls and women, has historically exempted Black women 
from the conventions that have limited white women.  White women, who even in the 20th century 
were still confined by the standards outlined by the cult of true womanhood, were unable to create 
an ideology completely free from the prejudice born of their whiteness.  For this reason, Alice 
Walker implies that black feminism and black womanhood are superior to traditional white 
feminism.  In the same way that being “womanish” is perceived among Black women as being 
better than being “girlish” (which is seen as being "frivolous, irresponsible, not serious”) 
womanism or black feminism is better than feminism. Walker's frequently cited phrase, "womanist 
is to feminist as purple to lavender.187" clearly illustrates this kind of comparison. In the words of 
Patricia Hill Collins: Black women are "womanist" while white women remain merely" feminist."
 Womanism is firmly grounded in the black narrative tradition. According to Traci Palmer 
Baxely, “womanism serves as a tool for powerful storytelling, defining who I am as an African-
American woman, creating space for new ways of understanding, and including my voice in the 
mainstream conversation. Womanists’ believe a collective voice can lead to empowerment and, 
ultimately, social transformation.”188 Amplifying the voices of the marginalized has been a key part 
of the black intellectualism. In “Learning from the Outsider Within,” Collins argues that black 
feminist scholars must amplify the voices of Black women, challenge oppression through activism, 
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and “empower African-American women within the context of social injustice sustained by 
intersecting oppressions” (p. S22).189  
The “girlish” inadequacy of traditional white feminism with regard to understanding the 
needs of women of color and other marginalized groups is exemplified with the women’s suffrage 
movement. The suffrage movement of the early 20th century and the women’s rights movement of 
the 1970s primarily catered to the needs of upper- and middle-class white women. African-
American women and other women of color were largely ignored, dismissed and, frequently, 
condemned. Although both movements were framed as “for women, by women,” they excluded all  
who failed to fit the mold of acceptable white femininity.190 According to the radical feminist 
Adrienne Rich, early mainstream feminist theory suffered "white solipsism-to think, imagine and 
speak as if whiteness described the world".191 This white-centeredness and the deficiency caused 
by the omission of women of color fueled the creation of alternative forms of feminism (most 
notably womanism) that would meet the needs of marginalized socio-economic groups.   
In addition, both the myth of the “Black Matriarchy” and the view of Black woman as 
oppressive and emasculating are actively cultivated in some white feminist spaces. These 
stereotypes (that of the Black superwoman and angry Black woman) are often ascribed to Black 
female leaders in higher education. In her essay, bell hooks recounted instances in which she was 
often seen as the aggressor in her white female-dominated women’s studies classes. “Racist 
stereotypes of the strong, superhuman black woman are operative myths in the minds of many 
white women, allowing them to ignore the extent to which Black women are likely to be victimized 
                                                          
189 Patricia Hill Collins, “Learning from the Outsider Within,” 14-32, in Black Feminist Thought, 18. 
 
190 Ibid., 39. 
 
 
191 Adrienne Rich, “Disloyal to Civilization: Feminism, Racism, Gynophobia,” in On Lies, Secrets, and Silence: Selected 
Prose 1966-1978 (New York: Norton, 1978), 299. 
76 
 
in this society and the role white women may play in the maintenance and perpetuation of that 
victimization.”192 In addition to furthering a dehumanized image of Black women, these 
stereotypes also serve to undermine Black women’s authority when they are truly in positions of 
authority.  For many Black women, white women are far from harmless bystanders in a system of 
White Supremacy; rather, white women are often active participants and clear beneficiaries.    
 Of course, things have changed since 1960’s. In the current millennia, with the ever-
increasing supply of literature written by women of color, white woman also has begun to adopt 
the term “womanist”. In small fits, white women are beginning to understand the need for a brand 
of feminism that affirms the full humanity of women of color and takes into account structural 
racism as well as patriarchy.  White privilege and white fragility, however, remain powerful 
obstacles, which prevent white feminists from examining their position as part of a system that 
continues to marginalize people of color.  
Womanism performs a number of functions. It provides a space for Black women and other 
women of color to become free from the ‘white gaze’, and it also helps foster solidarity between 
different (non-white) racial or ethnic groups.  For Black women in the upper levels of higher 
education, Black women-centered spaces and cross-ethnic solidarity are vital lifelines. In addition, 
when used as a method to distance women of color from white women, womanism makes it 
impossible for white feminists to foster interracial cooperation between women if they have not 
first addressed their racial prejudice and complicity in white supremacy. In this way, womanism 
acts as both a defensive and offensive measure in the struggle against intersecting modes of 
oppression. 
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Critically, womanism is also committed to cultivating stronger relationships between Black 
women and black men. According to Walker, womanists are "committed to the survival and 
wholeness of entire people, male and female.”193 This community feminism is a critical aspect of 
womanism. Amy Jacques-Garvey is one Black woman leader who has been described as a 
community feminist.  Although various aspects of Jacques-Garvey’s personal life have led to her 
being critiqued by some as a “less-than-ideal feminist,” her writings on Black Nationalism and 
feminism suggest that she was actually a significant early community feminist.194 Though 
community feminists are women who may or may not live in male-centered households, their 
activism maintains a focus on assisting both the Black men and women. Even though they are often 
portrayed as helpmates rather than outright leaders, community feminists have often been 
important, albeit under-recognized leaders. According to historian Ula Y. Taylor, community 
feminism discerns the configuration of oppressive power relations, shatters masculinist claims of 
women as intellectually inferior, and empowers women by expanding their roles and options.195 
 Because of the uniquely perilous circumstances that informed Black women’s gender 
identity and the cultural importance of the family unit within the Black community, Black women 
are instinctively critical of any ideology that would further marginalize Black men.  For this 
reason, many women within the Black community view popular feminism as “other” or white. 
Some view it as a movement that, at best, is exclusively for women and, at worst, dedicated to 
attacking or eliminating men.196  Therefore, womanism also provides a way for Black women to 
resist gender oppression without attacking Black men.   
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Intersectionality            
 Intersectionality is one of the most important tenants of Black feminism. One of the earliest 
recorded examples of this type of thinking is Sojourner Truth’s famous speech, “Ain’t I a 
Woman?” In spite of Sojourner Truth’s famous speech in 1851, Kimberle Crenshaw is also 
associated with the term “intersectionality”.  While Kimberle Crenshaw coined the term 
intersectionality in 1989, the concept’s origin can be traced back to Maria Stewart in 1832; 
intersectionality articulated a critique of difference and challenged the functioning of race and 
gender.197  Intersectionality was conceptualized as a wat to better understand those who have been 
left out or ignored.198  The work of Black feminist scholars like Murray, Walker and Hill-Collins 
highlight the importance of taking an intersectional approach to issues of social inequality, 
academic scholarship and community organizing.  
 Intersectionality is a socio-cultural theoretical framework that focuses on the interlocking 
systems of race, gender and social class;199 and when race, gender and social class converge, they 
form a dynamic interlocking system referred to as intersectionality.200  The intersectionality of 
racism, sexism, isolation, and tokenism presents unique challenges for African American women 
administrators in higher education.201 These women, especially those working at predominantly 
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white universities, must respond to a chilly climate, thus requiring varied factors to meet those 
challenges.202  For many Black women, demands of immediate and external family, community, 
church and organization commitments present additional layers of responsibility, thus resulting in 
Black women in leadership roles in higher education having to determine various coping strategies 
to disrupt the many challenges they face on a day-to-day basis.  Unlike many of their peers, the 
responsibilities to others and life outside of their careers are usually massive and require major 
obligations.203 
 Intersectionality is a feminist sociological theory that holds the classical conceptualizations 
of oppression within society, such as racism and sexism, do not act independently of one another; 
instead, these forms of oppression interrelate, creating a system of oppression that reflects the 
intersection of multiple forms of discrimination.204 When race converges with gender, a double 
standard dichotomy surfaces for African American women, thus reducing access to leadership 
positions and generating ambivalence about their ability to lead.205  “Classic theories of inequality 
or discrimination are often based on single factors: racism, sexism, classism, ableism, sexual 
orientation, sexual identity, etc. Intersectionality refers to the insight that these different factors do 
not function independently of one another, but are interconnected and interact”206  
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Gaps in the Literature 
 There is some research conducted on Black women in leadership; however, the research 
lacks focus within higher education as it pertains to Black women’s successes is minimal.  The 
topics generally report lack of opportunity, the need of mentors, and lack of ability to lead, rather 
than focus on the successes and lived experiences of Black women who occupy such roles in 
academia.  The intent of this research is to explore the intersectionality of race and gender for 
Black women in administrative leadership through their lived experiences.  It is also the intent to 
shine light on how they obtained and maintain their perspective roles in higher education to 
enhance the literature based on the findings in this research study.   
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Chapter Summary 
  The second chapter reflects a discussion of the theoretical framework on Black feminist 
thought, Black feminism, womanism and intersectionality theories to make the connection and 
prove relevant to the literature and its impact on Black women in leadership in higher education. 
The evidence of gender bias, racial conflict and many other factors have altered their climb to 
leadership roles in academia.  The researcher hopes to provide new detail of the effects of negative 
influences on Black women in obtaining a larger percentage of leadership roles in higher 
education.  The third chapter will provide an in-depth discussion of the research design; will also 
provide an outline of the research methodology, collection of data, data analysis of its findings and 
details of limitations of the study.   The research will provide a layout of the connection the 
selected methods chosen are relevant to the research.  
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CHAPTER THREE: METHODOLOGY 
 
Research Design 
 This study examines the Black women in higher education leadership roles in 
administration, proceeds along various interrelated paths.  The following central question was 
purposely generated to gain useful information for this study:  What are the experiences and 
perceptions of Black women in higher education and administrative leadership roles? 
The central question to this research led to the following sub-questions: 
(a) How does the personal agency of Black women leaders shape the trajectory of their careers 
within academia?  
(b) How does race and gender play a role in Black women attaining and maintaining leadership 
positions in higher education? 
Patitu and Hinton (2003)207 have suggested various dynamics, which many have caused disruption 
of particular levels of access in obtaining leadership roles in higher education for Black women.  
Such influences mentioned but not limited to where, racism, isolation, institutional climate, and 
various socialization issues.208 
 This research, which examines the reasons for this inequality, proceeds along various 
interrelated paths and the following should be considered:  
First, Black academic professional women who occupy, could potentially occupy, or who 
were otherwise denied administrative leadership positions in higher education.  
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Second, what others perceive as reasons for the low percentage of Black women in such 
positions of authority in academia.  
Third, consider the “success stories” of Black women who have ascended to leadership 
roles in higher education and analyze evidence of the socialization factors and the historical 
role of Black women with Black liberation movements that may cause Black professional 
women to ‘self-selectively’ exclude themselves from attainment of leadership roles in 
higher education. The visibility of Black female leaders such as Fannie Lou Hamer, Ida B. 
Wells, Shirley Graham Du Bois and Darlene Hines is limited by society’s focus on male 
leaders Martin Luther King Jr., Malcolm X and Kwame Ture plays a major role in 
attainment of leadership roles in academia.  
Examination of these various themes involves researching such factors as decision-making 
processes, issues of self-efficacy and self-selection, self-esteem, the opportunity structures of 
institution of higher education, male hegemony, and structural interactions among these factors.209  
 Qualitative research methods were utilized to gather information in this study.  Qualitative 
research is “a complex, interconnected family of terms and concepts, and assumptions” and can be 
defined as multimethod focus, involving an interpretative, naturalistic approach to its subject 
matter”.210  Moustaska notes, “In his vein, applying phenomenological research methods to a study 
on the agency of Black women leaders in higher education will likely deepen our understanding of 
how Black women express their reading of gender and race through their actions in academic 
spaces and how these interpretations are contested at multiple levels—from “neutral” statics about 
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the performance of Black women within higher education to blatantly exclusionary hiring and 
funding policies.211  The researcher employs a qualitative phenomenological research method for 
this research. 
 In many studies of marginalized groups, feminist scholars have maintained the use of both 
ethnography and phenomenology when investigating the lives of (Black) women and 
understanding their perspectives.  Despite the importance of much recent feminist criticism of 
quantitative research methods, many Black feminists argue this is not the best method for use in 
researching Black women.  Quantitative research methods are seen as a way of reproducing the 
prevailing patriarchal social order thus grouping Black and white women issues as one. Social 
status of black and white women has never been the same.212 Many Black feminist prefers the use 
of qualitative research methods. As qualitative research methods are thought to be a better choice 
when the focus of the research is Black women. Although both Black and white women are often 
subject to sexist victimization, as victims of racism black women were subjected to oppressions no 
white woman was forced to endure.213  In Black Feminist Thought, Patricia Hill Collins states, 
“Reclaiming the Black women’s intellectual tradition involves examining the everyday ideas of 
Black women not previously considered intellectuals214.” This study will focus on the lived 
experiences of Black women as leaders in the academy, their personal, professional and 
educational experiences through their own stories. 
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Standpoint, Epistemological and qualitative approaches, (i.e. oral and life histories, 
personal narratives, etc.) is said to be conducive to giving voice to the most oppressed groups in 
society as they are the most disadvantaged group.215  The researcher does not use standpoint theory 
in this study. However, this theory is often used by feminist with the study of oppressive social 
structures since the onset of its creation in 1990 by theorist Nancy Hartstock and sociologist 
Dorothy Smith.216  Black women, often referenced as the outsider within the academy, have always 
been required to work much harder than their white counterparts. In academia, Black women must 
continue to understand the dynamics of the educational world to succeed, as it is still dominated by 
other groups in power. They must also continue to strive for excellence and connection within their 
communities. However, this dual responsibility allows Black women to recognize the various 
systems of power in academia, and their personal and professional careers, whereas other groups 
cannot. According to Quinlan, “Women often have different needs and concerns from their male 
counterparts. [and] face a complex, interrelated set of career issues that may be outside men’s 
experience.”217  Such issues may include feelings of isolation, high stress levels, and low self-
efficacy (Quinlan), and can potentially cause women to have a more difficult time establishing 
mentoring relationships in comparison to their male counterparts.218 Allowing Black women to 
share their life histories through narratives in a confidential environment will be useful in this study 
in order to compile the information needed to report truthful literature.  
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Qualitative Research Design 
 “Qualitative research is “an umbrella term [used] to refer to several research strategies that 
share certain characteristics; it often includes the collection of data through case study, personal 
experience, introspect, life story or history, interview, observational, historical, document analysis, 
interactional and visual texts, such as photos and journals”.219 Creswell defines qualitative research 
as, “Qualitative research is a means of exploring and understanding the meaning individuals or 
groups ascribe to a social or human problem”.220  The researcher will employ a phenomenological 
study that will add to the literature of Black women in administration in academia.  Through the use of 
the life history method, the researcher interviewed the participants and allowed them to express in detail, 
their journey and its challenges, as well as its rewards with regard to gaining access to leadership roles in 
higher education.  Sharing their lived experiences as viewed through their own lens will provide 
more in-depth knowledge about their career paths.    
 Qualitative research seeks to explore the relationship between what is being studied and the 
researcher.221   Furthermore, this interview methodology allowed for authentic voices of African-
American (Black) women administrators to reverberate through their anecdote.222 In the words of 
L.D. Patton, author of  “My sister’s keeper,”  she asserts that additional research needs to be conducted 
within the jurisdiction of higher education to make the necessary connection to Black women’s 
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obstacles within academia.223  Qualitative data will be used to obtain a deeper phenomenological 
view of participants’’ experiences.224 Through this framework, the human or subjective side of the 
phenomenon was revealed, for qualitative research focuses on procuring the unique meanings that 
participants ascribe to their everyday lived experiences.225   
Phenomenological Research Methods 
 Phenomenology is an interpretive qualitative research methodology designed to capture the 
essence or meaning of the lived experienced about a phenomenon as perceived by the 
participants.226  Historically, phenomenology arose as a philosophy in Germany before World War 
I and has since occupied a prominent position in modern philosophy.227 It was founded as an 
epistemological philosophy by the German mathematician, Edmund Husserl (1859– 938).228  For 
Husserl, the aim of phenomenology is the rigorous and unbiased study of things, as they appear in 
order to arrive at an essential understanding of human consciousness and experience.229  Husserl, 
founder of phenomenology, believes human phenomena are experienced in our consciousness and 
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seeks to understand how people construct meaning.230 Through phenomenological research, the 
researcher will gain extremely detailed insight from the participants’ point of view as they provide 
an image through words of their own to tell the story of the challenges and rewards of the success 
in administrative leadership positions.  Phenomenology is a method of qualitative research that 
allows researchers to unassumingly examine participants’ lived experiences and avoid 
presuppositions, relying instead on the responses of the study participants.231  
Implications of Life History and Black Women Narratives 
 
 Life histories, by definition, are generated from qualitative research, interviewing 
individuals about their lives and lived experiences.  Life histories are not limited to only life 
histories as a single approach, however, family histories, oral testimonies and biographical research 
are additional approaches used under life history methods.232 This study centers on information 
gathered from the personal, first-person narratives of Black female academic professionals. By 
using life histories as one research method, it will assist in filling the gaps left by studies that have 
traditionally utilized only quantitative data to determine outcomes.233  Understanding the life 
histories of Black women and the journey in which they travel to obtain leadership roles in higher  
education, is very critical in gaining insight to the dynamics of road blocks and opened pathways 
exist in obtaining administrative leadership roles.234   
                                                          
230 Steinar Kvale, Interviews: An Introduction to Qualitative Research Interviewing (Thousand Oaks, CA:  Sage 
Publications, 1996). 
 
231 Clark E. Moustakas, Designing Funded Qualitative Research. 
 
232 Margaretta Jolly, The Encyclopedia of Life Writing: Autobiographical and Biographical Forms (London and New 
York: Routledge, 2001). 
 
233 Ivor Goodson, “The Story of Life History: Origins of the Life History Method in Sociology,” Identity: An International 
Journal of Theory and Research (2009) 
234 Ibid. 
89 
 
 According to Bova (2000), “The experiences and life history of Black women project a 
different perspective…. This coupled with the fact that the literature does not fully address the 
needs, concerns, and achievements of Black women, the stereotypical images and expectations of 
these women are still held by many” (p.6).235  
 Many researchers have suggested that in order to grasp the uniqueness of Black women’s 
experiences in higher education, their stories must be studied from within their own cultural and 
historical context236. Wilson stated that “it is apparent that the limited presence of Black women in 
higher education, students and faculty has its roots in the history of America and cannot be 
understood separately from that history.”237 The documentation of Black women’s life histories 
will help fill the historical vacuum left by traditional studies of Black women in higher education. 
Most critically, personal narratives will highlight the brilliance and personal agency of these Black 
women leaders and help uncover their ideology, which drives the development and application of 
their leadership techniques.  
Life histories along with biographies play a major role in sharing the experiences of Black 
women’s historical scholarship and discourse. In this research, it will help define their lived 
experiences while adding to and maintaining Black women’s history. Life histories provide 
insights to long-term insights or change (social, economic, and political) and it places people at the 
heart of research.  It allows for the exploration of complexity and inter-relationships, in particular 
between people and phenomena.  Life histories often generate powerful case studies that can be 
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useful in policy, “to influence the policymakers to make change in their process in hiring”.238 Black 
women in administration in higher education can benefit by sharing their stories through life 
histories methods.  
Life histories has numerous advantages if properly utilized by experienced qualitative 
researchers. Life histories, is a powerful method as a stand-alone approach for generating insights, 
of the lived experienced of Black women.  With various approaches, life histories produce a wealth 
of data and allows for the counter-intuitive to emerge as it produces a wealth of extensive, rich 
data. Although there are some limitations in using life histories, as with any research method, it 
may be difficult presenting your findings to some audiences, not necessarily heavy in measures of 
statistical significance, and sometimes difficult to prove the results and truths to those results.   
 As stated by Chamara Kwakye: “The personal narratives of the Black women interviewed 
for this study will likely reveal the complicated and sometimes contradictory lessons and messages 
that black girls learn; that it is important to be educated, yet they must give up valuable pieces of 
their identity to be respected as successful members of the academy239. Their stories will likely 
point to low wages, stressful tenure processes, threatening campus environments and community 
culture as factors that taken together have shaped their pathways within academia”.240 Perhaps 
most importantly, these life histories will give Black women a space to testify about how their 
academic careers were shaped, and how they were often constrained by dominant ideologies about 
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race and gender. Beyond this, their narratives will show how these women crafted meaning in 
response to these ideologies. 
I have used these methods to address the false dichotomy between researcher and subject, 
narrowing the separation and allowing for a more equitable, horizontal research experience, as 
opposed to the hierarchical, vertical research style used in many studies focused on women or 
people of color. As Anderson and Jack noted, “Anthropologists have observed how the expression 
of women is often muted, particularly in any situation were women’s interests and experiences are 
at variance with those of men”.241 The researcher allows the use of Black women’s own voices and 
lived experiences through such methods in order to provide a thorough understanding of Black 
women in administrative leadership roles in higher education.  
 Sampling – Purposive and Snowball Sampling 
Purposive sampling is a technique which involves selecting participants who have key 
knowledge of the phenomenon under investigation.242  Purposive sampling used in this study, 
allowed the researcher to locate participants who were Black women who hold or have held an 
administrative leadership position in academia.    
Snowball sampling, this strategy entails asking the pool of participants (experts) to refer 
other participants (experts) for the study.243 For this study, one expert referred another expert to 
participate in the research. “By asking a number of people who else to talk with, the snowball gets 
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bigger and bigger as you accumulate new information-rich cases.”244  The researcher found it 
appropriate to use both purposive and snowball sampling for the use of this study to locate 
potential participants who are knowledgeable in the field of administrative leadership roles in 
higher education.   
Member Checking 
Member checking is when data, analytic categories, interpretations and conclusions are 
reviewed with participants from whom the data originally was obtained, and is the most crucial 
technique for establishing credibility (Lincoln and Guba,).245 Its “the process of having these 
individuals review statements made in the researcher’s report for accuracy and completeness” 
was used to avoid misrepresentation of the data as well as give the women the opportunity to 
review the interpretations.246 
Member checking can be accomplished in an informal or formal setting. Member 
checking can arise at any time during the research process.  Often it occurs repeatedly as the 
researcher seeks to clarify or completely understand the information provided by the participant.   
The research found member checking to be beneficial because “it revealed several factual errors 
that were easily corrected” (Gall & Gall, 1996).247   This technique allowed opportunity for the 
participants to recall the recordings and offer suggestions in a change of information, whether 
added, tweaked or removed it allows recalling of detail to enhance the narrative or eliminate 
harmful information from being reported and improve the trustworthiness of the research.  
The methods documented in this research are used in this study at addressing the false 
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dichotomy between researcher and subject, narrowing the separation and allowing for a more 
equitable, horizontal research experience as opposed to the hierarchical, vertical research style 
used in many studies focused on women or people of color.  The researcher wanted to focus on 
the personal narratives of Black women in leadership roles in higher education in order to 
provide more detail within the current literature and understood these above-mentioned methods 
as appropriate for this study.  
It would also be extremely unfair if the researcher failed to mention another significant 
reason for this research: it is personal to the researcher.  As the researcher prepares for the next 
career efforts in administration in academia, these narratives are extremely important and useful 
upon entering into an administrative leadership role in higher education.  The researcher is 
currently a graduate candidate in a predominantly white institution and have considered ‘selecting’ 
an administrative leadership career in student affairs. Learning more about the journey of Black 
women in leadership would provide the researcher with strategies to overcome barriers and learn 
firsthand how to obtain a leadership role within a predominantly white and male centered higher 
education environment.   
Outside of the researchers’ status as a Black woman seeking an administrative role the 
researcher had hardly any biases which they thought would impede the overall integrity of the 
study.  However, as the study began to unfold, the researcher learned their experience with dealing 
with Black male supervisors or coworkers was starkly different than the women featured in the 
study.  The researcher discovered she had a lens of privilege as she never had to contend with the 
misfortunes some of the women endured in her career.  Once the researcher realized this she 
quickly began to ask more follow-up questions, confirming these are the participants’ ideologies 
and to ensure and not allow her biases to interfere with the study.  In fact, the interviews represent 
an unfiltered voice of the participants and was analyzed to discover reoccurring themes 
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Positionality Statement 
Several scholars have debated and discussed the importance of “insider” and “outsider” 
status in qualitative research”.248  Some of the researcher’s peers suggested that the researcher as 
an “insider” could possibly have established a deeper connection with the participants and have a 
better understanding of their ideology.  Therefore, assuming the ‘insider” positionality would have 
a clearer interpretation of the data collected from this study due to her status of being a Black 
woman, of middle age and have previously worked in a predominantly white institution; and would 
somehow offer the researcher more privilege to analyzing the data within this study.  The status as 
a Black woman with similar qualities of the women within this study provided the researcher with 
some access to their lived experiences; however, the researcher was positioned within this study 
primarily as an outsider.  Her positionality as a “researcher” was similar in some ways yet 
extremely different in other ways.  For example, the researcher worked only during the summer 
months for three years.  All of which was structured in a semi-administrative leadership role in 
higher education at a predominantly white institution.  The researchers’ supervisor was a white 
male(s) and she did not work alongside of any other person; she worked solely with graduate 
students under her supervision during her employment.  The researcher did not occupy an office or 
work space within the unit and she did not interact daily with other colleagues in the department.  
She did not report to more than one person in the unit and rarely had to seek guidance from any 
colleagues within the administrative unit.  The researchers title was ‘director of summer programs’ 
as she did not hold an administrative title as characterized as a requirement for participation within 
this study.  Therefore, her effort as a researcher and as an “outsider” for the most part within this 
study, positionality did not affect this research. Positionality “…reflects the position that the 
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researcher has chosen to adopt within a given research study”249 “and is normally identified by 
locating the researcher in relation to three areas: the subject, the participants, and the researcher 
context and process”.250  
 Autonomy and personal agency are factors often overlooked by studies that focus on Black 
women, with the vast majority furthering a narrative that portrays Black women as perpetual 
victims. Although it is true that Black women have long suffered under the overlapping 
oppressions of race, gender, class and sexuality, we have also developed an ingenious culture of 
resistance embedded within a communal black womanhood. Experiences within academe as a 
black female scholar have left me, the researcher, deeply interested in the concepts of Black 
women’s agency and autonomy, especially as these factors manifest in higher education as a 
student and in administration leadership roles. In this study, the researcher highlights how Black 
women leaders in higher education employ personal agency to persist in achieving their goals 
while resisting oppression in predominantly white institutions. 
Data Collection Procedure and Data Analysis   
Data Collection - A key purpose of this qualitative phenomenological study was to share 
lived experiences of the six African-American women administrators in leadership roles in higher 
education and the realities of their career trajectories.  In order to accomplish this goal successfully, 
several actions would be required to increase the legitimacy of my data. The participants in this 
study included academic professionals who occupy or occupied administrative leadership roles in 
higher education.   The description used in this research that qualify participants as administrators 
in leadership in academia are those with titles of Chancellor, President, Provost (to include Vice, 
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Associate and Assistant), Dean, and Department Chair/Head.  The use of defining roles in 
leadership for this study, may have limited the group of participants, however, it provided a solid 
team of Black women who are or have occupied those positions in leadership and serve as experts 
for this study.  At the onset of this research, archives from various universities were requested from 
human resources to properly define roles and responsibilities of such positions.  The researcher 
purposely identified utilizing purposive sampling the selected group of twenty women after 
researching and reviewing information from their perspective college websites and via snowball 
sampling at the request other experts providing contact information of known Black women in 
administrative leadership roles at predominantly white institutions.  
Email addresses were obtained via university or department website or direct calls made to 
departments listed as employers of the potential participants to confirm the email addresses where 
correct for the participants were employed; an email was sent to each requested participant for the 
study.  Although, the researcher would have liked to increase the number of participants for the 
study, the researcher noticed it was apparent the number of Black women in these roles were not as 
selective as other groups in the same or similar positions in predominantly white institutions.   
Therefore, twenty email addresses where decided upon and an email was sent to those potential 
participants. Emails with brief descriptions of the purpose of the research along with an invitation 
to participate were developed and sent via email by the researcher.  The researcher included 
necessary contact information within the email for the participants use in case additional 
information were needed regarding the study before committing to participate in the research.  
Emails were sent on October 24, 2016 with a requested reply date of November 7, 2016.  
Therefore, the potential participants had approximately two weeks to commit to the study via 
return email.  After potential participants accepted the request to participate via email, a follow up 
thank you email was emailed to those participants.  An email was developed and emailed to thank 
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the participants who agreed to participate in the second half of the study during the summer of 
2017 for documentary and future publications.   
All Black women participants were from across the country, primarily in the central, 
Midwest and southern regions of the U.S.  The states included in this research are Florida, 
Alabama, Georgia, South Carolina, Michigan, Illinois, Indiana, Michigan, Massachusetts, New 
Jersey, California, and Washington.  Although, the timeframe for requesting and interviewing 
participants was only six months, the request for participants generated eight Black women who 
occupied or occupy these current roles in administration.  Initially eight participants were available 
immediately for the purpose of this study; an additional seven participants became available 
beginning summer 2017, and they participated in interviews for additional research and a future 
documentary. Although eight Black women administrators in higher education initially agreed to 
participate, only six are within this study for reasons documented in my limitations of the study 
section.  
The participants were sent electronic emails requesting participation in the study.  After the 
participants sent confirmation of participation in the study, the researcher initiated a phone call for 
introductions, to provide details of the timeline for the process, to provide opportunities for 
additional question to clarify the research and to confirm the participant’s availability.   The 
participants confirmed interest in the research and a demographic to be completed prior to the 
initial interview. The participants were required to submit a current vita, demographic form 
designed to provide detailed information about their life history.  This process was complete to 
help the researcher sort through demographic and institutional data prior to interviews and have an 
understanding of the participants’ professional and personal experiences.  This would allow the 
researcher to facilitate patterns of themes before the interview process. After the initial interviews, 
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observations and review of the above-mentioned documents, various patterns and themes began to 
emerge and the researcher had an opportunity to initiate coding.   
 Dates, times and locations were set for the interviews by the researcher.  The researcher 
requested copies of the participant’s vitas and copies of their current job descriptions in order to 
map and make connections of job responsibilities and direction of advancement in accordance 
with the organizational hierarchy chart to be submitted to the researcher prior to the interview 
process.   
At the onset of the interviews, each participant was required to complete an approved IRB 
adult consent form immediately after a brief description of the interview requirements were cited.  
All participants were provided a counseling resource referral information sheet in case at any time 
during or after the interview the participant would need to consult with a counselor or seek 
counseling. As a result, via email efforts to request participants to participate in this study, eight 
participants who agreed.  A phone call was placed to all eight of the participants to determine 
dates, times and locations in which the interviews would begin and to provide any additional 
information the participants would need before the interviews.  
The demographics of the participants are as follows:  All the women identified as Black and 
have experience in working in administrative leadership roles in higher education in a 
predominantly white institution, with the exception of one who identified as Black and Asian. It is 
important to note the common demographics of the participants as their similarities play a major 
role in the structure of this study.  
After all interview dates, times and location were set, the interview process began.  Based 
on further screening of the data provided via demographic forms, the first scheduled interview 
could not be included in this study.  The participant and the researcher reviewed the requirements 
of the study and understood community colleges were not and would not be included in this study.  
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If data collection from this interview were used, it could skew the analysis of this study. The focus 
of this study was for Black women in administrative leadership roles in predominantly white 
intuitions of four-year universities.  However, the researcher travelled to St. Louis, Missouri and 
the interview was recorded. The interview will be stored under lock and key in a safe for future use 
for a future documentary and publications. 
The first question provided by the researcher for the interview was to set an immediate 
pseudonym for each of the participants with the understanding that all data in connection with 
each participant would be confidential and de-identifiable. However, quotes and other 
information obtained from the interviews would be utilized eliminating any identifiers. All 
participants honored this agreement.  The participants have the ability to negotiate control over 
what they reported in an effort not to be identified by information provided throughout this 
process. Therefore, each participant received a hard copy of their transcript electronically to 
review her profile and narrative to check for accuracy and respond to any discrepancies. It was 
necessary for the women to review the information that was being reported because pertinent and 
personal information was conveyed throughout the interviews that may have identifiers. 
Open-ended questions were designed to allow extensive detail beyond a brief response.  
The open-ended questions allowed the participants to not only answer the initial inquires, but 
engendered opinions extending past the parameters of the initial questions (Lodico, 2010).251 In-
depth, open-ended interviews’, lasting approximately one and one-half hours, was conducted 
with all of participants.  The purposes of these interviews were to provide information from lived 
experiences as it relates to the respondents’ journey through education and their careers.  The 
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interviews also provided more in-depth information about Black women self-selecting a career 
choice outside of academic leadership roles in higher education.  Analyzing the data collected 
from the interviews allowed very important themes to emerge and very impressive ideas within 
the discussion were elevated. This is important because these findings are crucial to this research 
and in understanding the role of Black women in administrative leadership roles in higher 
education.   
The format for the interviews with the researcher and participant were one on one, face to 
face, via skype and telephone.  The interviews were semi-formal, and formal and well connected 
to the qualitative phenomenological research design.  Through the mini-narratives, the researcher 
obtained layered accounts of the perceptions and experiences of the African-American [Black] 
women as they pertained to the obstacles generated by racism and sexism (Creswell, 2013).252   
The interviews took place in various locations in the cities where the participants resided.  
Depending on the preference of the participants, interviews were held on their campus (e.g., in 
their offices, conference rooms), in a coffee shop, or at a park. Two interviews were completed 
in the comfort of the participant’s home.  Usually guides the researcher throughout the study and 
contributes with finding answers for the completion of the study.  Glesne (2006) states, “the 
central research question provides a focus for data collection and analysis” (p. 24).253  The 
average time length of the interviews was an average of one hour and forty-four minutes not to 
exceed two hours maximum. Each session was digitally audio recorded. Several of the 
interviews were also video recorded; only for those participants where consent of the use of 
video equipment was authorized.   
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Immediately after each interview, the researcher reflected on each interview, making 
additional detailed notes, and the use of ‘thick description’ to provide rich and detailed portrayal 
of the participants’ experiences, perspectives and ideology.  Geertz notes, …”thick description is 
an understanding of the extent to which being socially distant or dissimilar to the kinds of people 
under study affects both the richness or accuracy of the data being collected and subsequent 
analysis that unfolds”.254  This process helped the researcher organize the data collection and 
begin to initiate data analysis as oppose to after completion of all interviews.  The interviews 
were transcribed by a trained third-party, analyzed, and coded by the researcher.  It was 
necessary to code the information in order for the researcher to categorize themes, draw 
conclusions, complete a write up of the findings, and evaluate the complete process of the 
interview.  
Data Analysis - The researcher reviewed the transcribed data from all six interviews in 
order to identify themes, similarities, differences, key points and patterns based on the life 
histories of the participants. The researcher also considered the use of biographical information 
provided by each participant as well as personal documents (vitas, job descriptions, etc.) human 
resources documents and archival information. The researcher completed various interactive 
processes in reviewing the transcribed data, written notes, video and voice recordings.  This was 
the preferred method of analysis in order to validate the data and have a complete understanding 
of its meaning.  Glaser states, “Based on the researchers’ insight, he or she must give meaning to 
the data obtained”.255 Although a third-party agency was utilized in transcribing the digital audio, 
the researcher compared the digital voice recordings with the transcribed data for accuracy.  
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After the researchers’ review of the text (recordings), video and written notes, themes 
were designed.  A follow up meeting was requested with each participant; they were offered the 
opportunity to review only their transcribed personal account of their life history to double check 
for accuracy and allow changes to reflect truth. Allowing this level of reviewing, enhanced the 
credibility, richness and legitimacy of the study.  
In the course of the interview process, the researcher analyzed as data was collected, thus 
allowing data analysis to commence immediately after each interview.  The data collection and 
data analysis have a symbiotic relationship in qualitative research and provides the researcher 
and opportunity to improve the data collection process as the remaining participants are 
interviewed (Merriam, 2009).256 The data was reviewed a second time by the researcher to assure 
data collection and written notes align and were accurate.  
There were minimal corrections of the data by the participants.  The responses were 
submitted via electronic email, telephone and in person.  Identifying factors were removed from 
the data such as dates, names of superiors, name of institutions, and comments regarding a 
particular incident during one participant’s administrative career.   
After corrections by participants and a third review of the data by the researcher a 
summation was developed for each participant.   Responses were organized in order of the 
questions per participant. The researcher categorized the results.  The researcher then displayed 
the results of the categorizations in a chart structured upon the main research questions, themes, 
categories and the supportive data.257  By categorizing the data, developing themes and making 
the necessary connections through data analysis of each of the participant’s responses provided 
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a plan for developing a diagram for this study as well as additional suggestion for future projects 
and research. 
Ethics in Phenomenological Methods 
 The relationship and intimacy that is established between the researchers and participants in 
qualitative studies can raise a range of different ethical concerns, and qualitative researchers face 
dilemmas such as respect for privacy, establishment of honest and open interactions, and avoiding 
misrepresentations.258 Therefore, the researcher should consider the topic of the study and the 
potential impact it may have on the participants.   
 With phenomenological studies, researchers should be concerned with informed consent, 
anonymity and confidentiality.  Informed consent was established before collecting data for the 
research study.  The researcher clarified in writing how the data will be stored, who will have 
access, how the data is used, how long the data will be maintained and how the data is expected to 
be destroyed.  The researcher also informed the participants the data from this study may be used 
for publications, documentary purposes and future projects centered on Black women in 
administrative leadership roles in higher education and other projects.  
 The researcher must endeavor to minimize the possibility of intrusion into the autonomy of 
the study participants. When highly sensitive issues are concerned, children and other vulnerable 
individuals should have access to an advocate who is present during initial phases of the study, and 
ideally, during data gathering sessions. It is sometimes even necessary that the researcher clarify in, 
writing which, persons can have access to the initial data and how the data might be used. 259 In 
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this phenomenological study, pseudonyms where used for each participant to minimize the 
possibility of intrusion and to assure the participants, their information would remain faceless. 
However, the participants were informed certain identifiers may not remain confidential, could be 
identifiable and the participant’s identity may be compromised. As a safeguard, in addition to 
providing pseudonyms, the participants in this study were offered the opportunity to review the 
information used in the research prior to publication.  
 The researcher was clear in regard to the confidentiality of the study and its contents.  The 
information gathered will be highly protected, to include locked in a safe box and stored for a 
limited time period, then destroyed.  The researcher provided the participants with as much control 
as possible of the disclosure of their identity and their contribution.    
 In all, the participants were assured all data is stored in a safe box and only viewed by the 
researcher. There are several effective strategies to protect personal information, for instance 
secure data storage methods, removal of identifier components, biographical details amendments 
and pseudonyms (applicable to names of individuals, places and organizations).260  The researcher 
made use of these effective strategies with each participant in this study to include the use of 
member checking as an additional safe guard.  
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Chapter Summary 
 This third chapter provided an introduction of the qualitative research methodology and the 
phenomenological research method used for this study.  In analyzing these participants, the 
phenomenological approach was a particularly suitable design to understand the intentional 
interpretation of the participants’ experience.261  This chapter focused solely on the research 
design, how the participants were selected, the importance of utilizing life histories to support 
Black women’s narratives and a more detailed analysis of the data.   This design was critical in 
attempting to understand the experiences of Black women in administrative leadership roles in 
higher education.  This chapter assured the validity of the research and the measures taken to 
protect the identity and ideas of the participants in this research.  This chapter also clarified the 
positionality of the researcher during this study.  The fourth chapter will explore the detailed 
narratives of the participants and share themes analyzed and coded by the researcher. 
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CHAPTER FOUR: NARRATIVES and THEMES 
In this study, “the purpose of interviewing was to specifically find out what was in and on 
each participants mind”.262   Phenomenological methods, is designed for the participants to tell 
their own personal narrative, in their own words, on their own terms.  
This chapter was designed to present information from each of the participant’s perspective 
over the course of their education and career.  Through their lived experiences, Black women in 
administrative leadership in higher education share their journey of educational, career and 
personal background within their own stories and on their own terms.  The participants had the 
platform to express concerns, challenges and successes of their careers both professionally and 
personally. The use of phenomenological and life history methods was key in capturing their 
thoughts so that they could express their own thoughts and any ideas they would like to present.  
The theoretical frameworks utilized in his study, Black feminist thought, Black feminism, 
womanism, and intersectionality, were used to help identify internal and external disruption 
experienced by Black women in administrative leadership roles in academia in predominantly 
white institutions. These frameworks were also used to highlight their successes.   
This study aims to share some of their thoughts as it relates to education, career in higher 
education and their feelings and new-found challenges or barriers, most studies are reluctant to 
discuss. The semi-structured interviews along with open-ended questions was the primary data 
collection and as Maxwell states, “this type of interview produces anecdotes with rich descriptions 
of the experiences being analyzed.263 
The researcher hopes this chapter will provide useful information that will materialize from 
participants involved in this research as they share their own narratives. The context from each 
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participant along with framework instruments will allow the audience to take a closer look directly 
into the participant’s lives and will provide answers to the central question and the subsequent 
questions of this research.   
 The primary interview questions used in this study in order to obtain information in regard 
to each participant centered on their perspective administrative role in higher education were 
designed as open-ended question. The following interview questions were designed to learn more 
about the lived experiences of Black women in administrative leadership roles in higher education.   
(Q1) Your current administrative leadership role, does it meet your expectation? Explain?  
 
(Q2) What have been some of the greatest challenges in obtaining/retaining an 
administrative role in higher education?   
 
(Q3) What has been the greatest reward in your administrative leadership role in higher 
education?  Explain? 
 
(Q4) How did you obtain your administrative leadership role in higher education? Explain? 
 
(Q5) What major issues are you confronted with in your administrative leadership role 
higher education?  Explain?  Do you view your issues on the job as oppressive or 
opportunity? 
 
(Q6) What does mentorship look like to you?  Do you have a mentor? 
 
(Q7) What do you anticipate will change for Black women in administrative leadership 
roles in higher education in the next 5 years?  Within the next 10 years? 
 
(Q8) What is your final destination career choice and why? 
 
(Q9) What advice do you have for Black women seeking administrative leadership roles in 
higher education?  
 
(Q10) If you could tell your younger self what you would have liked to know prior to 
becoming an administrator, what would it be? 
 
Joppe states, “Researchers can ascertain validity by asking a series of questions, and will often 
peruse the research of others to locate answers.264   
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Prior to use of the of the transcribed data, the researcher requested all participants to review 
the emerging themes, and particular excerpts (above) of the data collection in which she would like 
to use in the study. This technique is defined as member checking.  “This is the single most 
important way of ruling out the possibility of misinterpreting the meaning of what participants say 
and do and the perspective they have on what is going on, as well as being an important way of 
identifying your own biases and misunderstanding of what you observed”.265  All participants 
signed an Informed Consent approved via IRB and agreed to the use of the transcribed data after 
member checking.  
The following are primary data selected from each individual Biographical and Institutional 
Data Forms the participants were provided prior to their initial interview.   
The researcher has provided personal information surrounding the education and personal 
data of each participant. The current sample includes six Black female participants, five who 
identify as Black and one who identifies as Black and Asian.  On average participants were 57.5 
years of age and all participants held doctoral degrees, one with both a doctoral degree and a law 
degree. The participants academic careers are predominantly in the southern and eastern region of 
the United States and all have occupied or currently occupy an administrative leadership role in 
higher education at a predominantly white institution. 
The table below provides accurate demographic information of participants in this study 
who reported occupying or have occupied administrative leadership roles at predominantly white 
institutions with a four-year university.  All participants perceived their titles as administrative 
leadership roles in higher education.  The years of service did not require a particular length; 
however, the participants will need to have experience within leadership. All participants possessed 
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a minimum of two years, with several well into twenty years or more experience in administrative 
roles in higher education.  
 Table 1:  Chart of Participants *data in academia and in an administration career 
Name Current 
Title 
Years in 
Higher Ed 
Administration 
Age Presidency 
Goal 
Degree Martial 
Status 
ASIA Associate 
Chancellor 
10 years 52 YES PhD Divorced 
CAROLINE President, 
Retired & 
CEO 
22 years 75 RETIRED/ 
YES & NO 
PhD Married 
MIAH Asst. Vice 
President 
  2 years 35 YES EdD Married 
PRISCILLA Chancellor, 
President 
24 years 72 CURRENT/NO 
Semi-Retired 
PhD & JD Married 
ROSE Department 
Head 
  6 years 66 NO PhD Married 
SOPHIE Asst. 
Provost/Head 
10 years  45 NO EdD Single 
 
The participants were required to submit a current vita, Biographical, and Institutional Data 
Form designed to provide detailed information about their life history.  This process was complete 
to help the researcher sort through Biographical and Institutional data prior to interviews and have 
an understanding of the participants’ professional and personal experiences.  This would allow the 
researcher to facilitate patterns of themes before the interview process. After the initial interviews, 
observations and review of the above-mentioned documents, various patterns and themes began to 
emerge and the researcher had an opportunity to initiate coding early in the process.   
A select combination of transcribed data from the participant’s stories are provided to share 
detail of how race, gender and the multiple challenges, personal and professional hinder and 
enhance the careers of Black women in administration in higher education.  The six Black women 
in this research have all been assigned a pseudonym to protect their true identity. 
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Participants   
These Black Women have varied stories and lived experiences but their collective effort to make 
their mark in academia is surmised by this concise yet provocative quote,  
“It's very important in a leadership role not to place your ego at the foreground and not to 
judge everything in relationship to how your ego is fed.” 
         -- Ruth Simmons 
Asia, Associate Chancellor 
Asia is a fifty-two-year-old divorced Black female with two children and is the first of four 
siblings.  She was born in western part of the United States and comes from an upper-class family, 
with both parents in the home.  She relocated to the Midwest during high school and later attended 
universities in North Carolina and Michigan.  She completed her Master’s degree in North Carolina 
and her doctorate in Wisconsin.   Her father has a government career of more than forty years; and 
her mother pursued a career journalism.  She prides herself on high scoring test, which afforded her 
the opportunity to attend some of the best universities in the United States.  She has been involved 
in several study abroad adventures and is currently involved in several editing projects for major 
periodical journals. The participant has served in administration for a ten-plus year and has a desire 
to seek the presidency of a major university.  She currently serves in a role as Associate Chancellor 
in the western region of the United States at a predominantly white institution. She understands her 
current position to align with obtaining a Chancellor or President role at a Tier 1 institution in the 
near future.  
 
Challenges – The participant currently suggests the majority of her challenges in working at a 
predominantly white institution in an administrative leadership role has to deal with male 
dominance in her current unit and lack of support from her colleagues.  She has dealt with 
hierarchy all of her life, and understand the biases toward Black women and women of color in  
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higher education.  As being the Black women token from childhood to current, she considers 
herself an exceptional scholar with more accomplishments than average.  Asia feels with her 
various distinguished honors, it has been a blessing as well as a hindrance. Several positions she 
applied for over the years, she deemed “too qualified”.  The participant added, “This is the one 
stigma I can’t seem to get around, you applied you are informed you need more education, more 
experience.  You take the time to increase your knowledge and improve your CV, you are too 
qualified or over qualified.  Black women are damned if we do and dammed if we don’t.” 
Successes – The participant is most proud of her education, her awards in higher education, 150 
publications and the author of four books and surviving a bitter divorce. 
 
Caroline, President, Retired CEO of an Organization 
Caroline is seventy-five-year-old married Black female with two children and is the fifth of 
ten siblings.  She was born in Alabama, and graduated from a historically black college or 
university in Florida.  She earned her PhD at a private predominantly white institution in the north 
region of the United States.  She comes from a middle-class family, with both parents in the home.  
She was President of a major university for a number of years, has retired and currently is CEO of 
an organization.   Her parents worked outside of the home and both contributed to their family farm 
in the evening.  She prides herself on her various positions in administration over the course of 
twenty plus years and the various boards she currently serves outside of the education realm.  She 
is also the first in her family to graduate college, and become a college president.   
 
Challenges – The participant discussed the challenges of fighting for what is right in higher 
education and warding off the perceived ideas other have regarding your abilities.  During her time 
in higher education, there were less rules and regulations to protect women and Black women 
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clearly did not have access to the same rights.  She understands there is still a struggle Black 
women will battle on a daily basis.  Allow your resilience and your upbringing to get you through 
the trenches.  She adds, “Fight, fight hard, but make sure in between the battles you are taking care 
of yourself. She also mentioned the importance of mentoring to pay it forward for those who will 
come after you just as those who paved the way before you.” 
 
Success - The participant prides herself on her many accomplishments and never giving up nor 
giving in to the cruel world of higher education. She mentioned the respect she finally was awarded 
once she reached the presidency of a major university.  “Clearly, I didn’t have a superior, I was 
the superior and made a difference, I made a change in higher education.”  
 
Miah, Assistant Vice President 
Miah is a thirty-five-year-old married Black female with two children and is the second of 
four siblings.  The participant was born in Illinois, comes from a middle to upper class family, with 
both parents in the home.  She attended a Midwest university for her Bachelors and Masters 
degrees.  She earned her EdD from a university in Northern Minnesota.  Both her mother and 
father have a Masters and both are currently employed, and are not willing to retire any time soon.  
She prides herself on believing in GOD and never allowing anyone direct her journey and 
determine what is best for her.  He has reach a top-level administrative position at the age of thirty-
five.   The participant has served in administration for only two years and afforded the opportunity 
to experience an administrative leadership role in higher education at a predominantly white 
institution.  She currently serves in a role as an Assistant Vice President at PWI in the Midwest. 
She understands her current position to align with obtaining a Chancellor or President role at a Tier 
1 institution in the near future.  
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Challenges – The participant has faced many obstacles in higher education from overlooked 
promotions to male dominance in the workplace.  She worked in the past for a white female 
administrator who passed her over for a less experienced black male in her unit.  She suffered 
rejection after rejection, until her current supervisor, a white male, requested her to apply for the 
position of Assistant Vice President at a predominantly white institution in the Midwest. Her 
biggest challenge as she reports is facing racism in the new millennium in higher education.  Over 
the last two years, she reports having major issues within her previous administrative unit with 
male dominance and her supervisors lack of support. She believes mentor is necessary, however, 
with lack of Black women administrators in higher education, she found it most difficult to find a 
mentor who resembles her and matches her skill set.  
 
Success – The participant loves how she remained resilient through the rough journey over the 
years in academia and into leadership in higher education.  She states, “I owe my blessings to 
GOD.  I have not completed the research, but I am sure I am one of very few women who have 
reached this level of success in administration leadership in higher education at the young age of 
thirty-five.  I am proud of this major accomplishment and I cannot wait until I become the 
President of a major university.”  
 
Priscilla, Chancellor, President  
Priscilla is a seventy-two-year-old married Black female with three adult children and is a 
grandmother of three. She is the eldest of three siblings.   She was born in Michigan in and comes 
from an upper-class family; both parents were in the home and are deceased.  She completed her 
advanced education in Michigan.   The participant has served in administration for twenty years 
and held a Chancellor position of a major university for several years; and still holds a position as 
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full professor at a predominantly white institution.  She is also currently serving as Interim Vice 
President of Student Affairs.   She is not seeking an administrative role nor seeking another term as 
President of a major university.  She understands the role to the top-level leadership positions far 
too well, and does not plan to relive it.  She has well over 300 publications, a variety of conference 
and seminar talks, to include a yearly conference in which she is on the board and presents as 
speaker every year.  She also has numerous honors and awards for presentations and publications.  
 
Challenges – The participant suffered lack of support, lack of resources, and the plethora of racism 
issues.  She attributes determination and motivation to keep striving to be the best she can be.  She 
also faced numerous supervisors during her career or all who were white male with the exception 
of a more recent supervisor, a black male.  She states, “One of my primary challenges is male 
dominance in higher education. Not only in administration but also throughout the campus in 
various units in which as an administrator you are required to interact with various heads of other 
campus units. It has been a nightmare with male dominance and in particular the all-white male 
board over the course of my career.” 
 
Success – The participant is proud of her many accomplishments to include her most recent 
honorary doctoral degree.  She is enthused when she receives the honorary degrees as she attributes 
her research as the guiding light and others are acknowledging her research accomplishments.  
 
Rose, Department Head 
Rose is a sixty-six-year-old married Black female with three adult children, all males.  She 
is the eldest of one sibling.  The participant was born in Virginia and comes from a middle-class 
family; both parents were in the home and are deceased.  She completed her advanced education in 
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Northeast and California.  She worked in administration with very little diversity across the 
campus, with majority white male centered in it administrative structure.  She has a love for 
Anthropology and loves to lead programs and develop curriculums.  She was appointed to the 
position of Department Chair at a southern predominantly white institution, and held this title for 
four years. The participant has served in administration for at least six years. She is currently a full 
professor situated in a predominantly white institution; she serves on numerous boards and is often 
keynote speaker at various conference across the globe, primarily in Africa.  As an anthropology 
expert, she provides a plethora of information to those in training and her services are requested on 
a regular basis. She is not seeking an administrative role as she is semi-retired and plans to enjoy 
the fruits of her labor. She understands the role of top-level leadership position and has mentored 
various Black women who are seeking leadership administrative positions in higher education.  She 
holds a twenty-six-page CV and well over 1,500 books in her library.  She also has numerous 
honors and awards for presentations and publications.  
 
Challenges – The participant discusses her biggest challenge was when she held the position of 
Department Chair at a predominantly white institution.  When she was appointed the position, the 
department was in disarray and she had drawback from the faculty and the staff, as they did not 
want a female, black woman in charge. She was forced to complete the majority of the tasks on her 
own with little or no support from her colleagues.  With all of her prestigious degrees, awards and 
experience, a black woman in this position was not the face they wanted to see on a daily basis. 
Because of her intellect, her colleagues often felt she was “too privileged” to hold the position as 
Chair of the Department of Africana Studies.  Rose states, “I was determined to make it work, as I 
had never been defeated in anything I set my mind to.  Although daily I had to hear so many 
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negative things, I put on my tough skin and change the environment in the department as best as I 
could.  I refused to allow them to run me away.” 
 
Success – The participant is proud of her many accomplishments and the progress she has made on 
a national level as an anthropologist.  She travels at minimum six times per year to give speeches, 
and provide her expertise to organizations all over the world.  
 
Sophie, Associate Vice Chancellor and Department Head 
Sophie is a forty-five-year-old single Black and Asian female with one child.  She is the 
second of two siblings.  The participant was born out of the country but has resided in the United 
States since she was nine years old.  Her father was a distinguished military man and her mother is 
worked in banking.  She comes from an upper-class family; both parents were in the home, her 
father is deceased. She completed her education in the south at a predominantly white institution.  
All three of her degrees were awarded from the same university. She works in administration and 
her current title is Associate Vice-Chancellor for Student Affairs.  She applied for her current 
position and does not have any plans to seek a presidency role in higher education.  Her ultimate 
goal is to oversee Student Affairs in the future.  The participant has served in administration for ten 
years at various institutions in various roles.  
 
Challenges – The participant discusses her biggest challenge during her career is not being utilized 
at her highest potential.  At first the currently role was overwhelming, however doable. The 
distraction was the various barriers she faces with on a daily basis.  Lack of support from her 
supervisor male dominance, inequality in salary, long hours, having to balancing work and the care 
for her child, the major diversity issues on campus and the micro –management from her 
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colleagues and supervisor.  She was hired as the expert however, she feels she has no authority or 
power her role.   The participant states, “Although I know how to play the game, this is not what I 
signed on for.  I have skills and I have experience to do the task I am responsible for; however, I 
am often left with the feeling of no support and trust.”  
 
Success – The participant is proud of her many accomplishments to include the current position she 
holds as Associate Vice-Chancellor for Student Affairs. She is also very proud of successfully 
raising her child.  
 
Emerging Themes 
“Thematic analysis is a method for identifying, analyzing, and reporting themes within data 
to describe information set in rich detail.”266  Several of the themes are characteristics the 
participants often embraced and utilized daily in order to succeed in their current positions.  Others, 
are challenges they believe affect their ability to perform their responsibilities on the job without 
limitations.   
The researcher identified the themes listed in the chart below that emerged from the study. 
Themes are defined as patterns of unity such as “conversation topics, vocabulary, recurring 
activities, meanings, feelings, or folk sayings and proverbs”.267  As the participants responded to 
various questions during the interview, in particular as it relates to challenges, struggles, issues, 
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characteristics, successes and expectations in their perspective roles in administration, various 
responses emerged.   
Themes identified within this research by “bringing together components or fragments of 
ideas or experiences which often are meaningless when viewed alone”.268  As the researcher 
grouped like meanings together and organized the themes according to the participant’s stories and 
response to the questions, structure began to form.  Carefully examining the themes, the researcher 
noticed similarities in themes per questions answered from the data and formed an inclusive view 
of the participants’ collective stories. “Interpretative approach should be considered as a distinct 
point of origination” 269 and should be carefully examined to form a picturesque view of the data 
when interpreting the data.  
The themes that emerged from the data shared by the Black women’s lived experiences in 
this study clarified and produced various challenges and characteristics. The women confirmed 
race and gender played a key role in hindering or enhancing their administrative leadership roles in 
higher education.   Throughout the interviews, the participants provided details of interactions with 
colleagues with the department, within the university and off campus.  The intersection of race, 
gender, and sexism was obvious and shared a great responsibility in the career paths.  
In this study, a content analysis of literature was conducted to explore the ideas and 
perceptions the participants experience in administrative leadership roles in higher education.   The 
analysis identified several barriers that affected the outcomes (positive and negative) of Black 
women in their perspective leadership roles.   This section includes a sample of information 
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provided per participant in this study.  The following excerpts of their narratives will highlight 
several of the themes the researcher found to be most appropriate in answering the central and 
subsequent questions within this research.  The participants share their lived experiences through 
narratives and provide examples of their life history, academics and career as they lived it and 
experienced it. Each question designed via the researcher, pertain to the current or most recent 
administrative leadership role in academia the participants currently occupy or has occupied in the 
past.  Although all data were analyzed, four primary themes for extended analysis were and more 
in-depth detail of the perceptions of Black women in administrative leadership roles in higher 
education are discussed in this chapter.  The following questions were instrumental in generating 
the majority of connection with the interviews of the participants in which themes were discovered. 
(1) Your current administrative leadership role, does it meet your expectation? Why or 
Why not?  
(2) What have been some of your greatest challenges in the role of an administrator in 
leadership, in academia? Explain! 
(3) What major issues are you confronted with in your administrative leadership role in 
higher education?  Please provide extensive detail. 
(4) Do you view your issues on the job as “Oppressive” or “Opportunity”? 
 
Findings/Theme 1 
 
Distrust, Isolation and Tokenism - How (do) should Black women go about mentoring younger 
faculty/administrators who might witness the levels of distrust happening?  Does this process 
hinder their ability to mentor others? Does tokenism itself create distrust, hinders roles? 
 
A PWI has many limitations for all women but it is especially taxing for Black women.  
This study revealed the element of distrust and isolation the environment inherently creates for 
Black women.  Although this distrust and isolation is a nagging reality it is imperative these 
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women serve as mentors to new faculty and administrators of color because failure to do so will 
create an even more toxic environment.  It is challenging for the oppressed to move beyond their 
own suffering to lend a hand to help others but history is clear that Black women exude resilience 
and tenacity to withstand all forms of oppression and discrimination while simultaneously lifting 
others who too are marginalized.  Harriet Tubman, Sojourner Truth, Fannie Lou Hamer, Angela 
Davis, Dorothy Height and countless others all exemplify the ability to pull oneself from the 
boroughs of despair in an effort to help others who are suffering.   
Despite the feeling of isolation and extreme distrust Asia, Caroline, Miah, Pricilla, Rose 
and Sophie all have a shared responsibility to mentor those who are entering the allure of academia 
and provide them with the needed resources to withstand the emotional distress the environment 
entails.  On the surface having to provide mentorship in the midst of dealing with your own issues 
seem counterproductive but according to Miah, Rose and Caroline it is the very nature of paying it 
forward which allows them to stay afloat within the treacherous waters of isolation and distrust. 
Caroline discuss how she felt, betrayed, isolated and experienced tokenism often, she notes: 
“Distrust …… my favorite colleague, who had been like a brother for many years, because 
he was brought into these inner circles, our relationship sort of fell apart. Silence, I was 
always silenced. That was qualitatively different from what our relationship was when we 
were at different universities but communicating regularly, giving support of and mentoring 
to each other regularly. And all because I was hired in a position I didn’t ask for, it was 
appointed…. I never knew he was interested in the position until he decided to never speak 
to me again and lie to our same circle of friends about how I acquired the position….. it 
was sad, but there wasn’t anything I could do about it…….I experienced isolation while on 
the new job because of his distrust and backlash.  He told our mutual colleague, this 
position was designed for a man and there should have NEVER been a women appointed or 
not placed in the position……..”. 
 
Caroline and others in this research often experienced distrust from their closest colleagues.   
However, they like the freedom of doing it at their own discretion and not feeling obligated or 
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coerced.  It is important to note mentoring does not always have a favorable outcome, which is 
primarily due to the environment presenting too many obstacles for women of color to overcome.   
Although these women are extremely capable of exceeding in their respective roles not 
every woman desires to contend with the distrust and isolation the environment elicits.  Therefore, 
mentoring can have mixed results.  However, given the relationship has clear expectations and the 
mentee is willing to endure the unnecessary affliction caused by the work environment then more 
favorable results are likely to materialize.   
 When the administrators in this research were asked about tokenism and if it plays a major 
role in whether it is instrumental in creating distrust in the workplace, the participants did not 
connect tokenism with distrust.  However, they did agree it creates a divide within the workplace 
with whites, and clearly, perhaps, and even larger divide amongst women in the department. Asia 
noted, 
“…yeah, it is very stressful when you had other opportunities for a great position and you 
passed it over to work in your current position that you aren’t feeling as successful as you 
know you can be, isolated and you are clearly the token of the unit.  There were three other 
opportunities at the time I was requested to apply for this position.  I understand now, they 
know I can do the job, however, I don’t have the support I need to stay on track and to stay 
on target with new responsibilities, they are simply not providing any major duties for me.  
I attend meetings all over campus and listen to complaints, return with a report and my 
supervisor or someone else get s to handle the situation, well why did you send me to the 
meeting, it is very confusing and I truly distrust those in place of power.” 
 
Tokenism brings a perceived belief that the Black woman in the unit are often provided a job 
because of the request to fulfill diversity necessities. Race is salient in predominantly white 
institutions and extremely noticeable in administration units on campus’.  Miah, Rose and Caroline, 
often referenced they were aware of the amount of attention they received because of their race and 
being the only woman of color (Black woman) in their perspective units; it is difficult when you 
are the only Black woman in the department.  This is when you are displayed as the token 
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whenever it is convenient for the unit or when one has an overarching question they feel only a 
Black woman can answer.  It was interesting to listen to how the dynamics play out when you are 
“the only one”.  Edwards notes:  
“African American (Black) women are at once more visible and equally isolated due to 
racial and gender differences.  The token woman often finds herself in situations where she 
is made aware of her unique status as the only African American (Black) female present, 
yet feels compelled to behave as though these differences do not exist (p.33).270 
Although many Black women have pierced their way into administrative leadership roles in higher 
education on predominantly white campus’, for many, their contribution can be extremely limited.  
More often than not, Black women repeatedly reminded of their race and gender.   One perception 
is that they were hired only because they are a member of a minority group and a female.271 
 
Findings/Theme 2 
 
Male Hegemony, Race and Gender - How do you explain this type of gender positioning? 
 
Prior to conducting the study, the researcher aimed to garner the success stories of Black 
women in higher education at a PWI.  As the study began to unfold it became evident the success 
stories would be clouded by frequent disappointments they experienced throughout their tenure.  
Those disappointments included racism, discrimination, gender biases, pay inequity, sexism and 
much more but what seemed to be the overarching theme was male hegemony.  The notion of male 
dominance played out like a slave narrative as the biggest element of discontent occurred when 
these women of color interacted with their black male supervisors and colleagues.  It was shocking 
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to learn at a PWI where racism is pervasive the biggest level of opposition for many of these 
women came from the voices of men who looked like their fathers, spouses, brothers, uncles, sons 
and male cousins.  Priscilla provided information surrounding an incident in which her male 
counterparts placed blame on her for a major incident which cost her a major leadership role. She 
was the only female in leadership and required to deliver the final decision of a dispute where an 
employee sued the predominantly white institution. Although she had the right to vote on the final 
decision, it was ultimately the board (consists of all white males), who finalized the voting. 
Priscilla states:  
“….early on, my job met my expectations.  Currently, I am at a loss for words and do not 
feel my current duties warrant expectations or a good report.  I am trying to deal with the 
situation at hand.  We have a lot going on around here, and the majority of it is extremely 
negative, I was blamed, and terminated and for some time, I was the only one who received 
punishment…it is a sad situation and it gets really lonely at the top especially when you are 
the only token…I felt attacked and it reminded me of enslaved people, I spilled the water 
from the bucket coming from the field, although it is not my water, I only carried the water 
and I was the only one punished.” 
 
However, their sentiments where reminiscent of the Willie Lynch letter which encouraged slave 
owners to move from the counterproductive form of punishment namely lynching towards a more 
productive measure which forced slaves to fight amongst themselves about a myriad of issues like 
age and skin color.  Hence, the names field Negro and house Negro which were primarily instituted 
to create dissention among slaves and provide dominance for slave owners.   
For the women of the study their relationship with their black supervisor and black 
colleagues with equal responsibility were far more vitriolic than the relationships with white 
supervisor and white colleagues in some instances.  Asia quickly understood her work would be 
heavily scrutinized as she was once asked how she answered the phone and was told by her 
colleague to be quiet and let others speak despite only attempting to respond the second question 
posed to a group of at least 8-10 people.  Asia noted: 
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 “Some of my greatest challenges. I think the greatest challenge I’ve faced so far is, I’m 
trying to think of the best way to state it, feeling micromanaged. It’s not something I’m 
experiencing right now but I have experienced that in the years I’ve been here. Just when 
there's a lack of trust that I’m going to follow through or I actually don’t know where the 
lack of trust is coming from and feeling micromanaged, not just, “Okay. You’re going to do 
this. Great. Run with it. Let me check in from time to time,” but feeling that someone needs 
to rewrite everything you’ve done and really micromanage it because I have not had that 
any other aspect of my career. I would think after writing four books that I could write a 
memo”. But is it something about male supervisors I’ve experienced, not always a good 
combination, especially this  
 
Sophie offered another interesting example of this unspoken tension between Black women 
and black males as she was giving a talk during a seminar and was told by her black colleague to 
move on prompting her to abruptly end her portion of the presentation.  In retrospect, she was 
beyond incensed by the blatant disregard of her intellect and expertise.  As she sat in silence 
listening to the other white presenters who went on much longer and displayed redundancy she was 
subconsciously, hoping her black colleague would interject but to no avail as he sat in complete 
admiration.     
For many of the participants, it was difficult for them to voice how they feel in the male 
dominated workplace.  Scheurich and Young notes: “the dominant group (males) creates or 
constructs the world or the real and does so in its own image, in terms of it ways and its social-
historical experiences” (racism during slavery).272  Several of the participants felt a sense of 
betrayal in their white supervisors thus requiring direct supervision redirect on many occasions to 
others within the department, i.e. black males.  Caroline reminds us,  
“….currently retired from the presidency, is retirement what I expected, yes…however, I 
couldn’t remain retired for long, I needed to find another responsibility. Throughout my 
career, each position I held up through the presidency, I learned the value of education and 
was reminded daily why I had to work so hard to maintain my sanity. Coming up through 
the ranks during my time was rough and I mean rough. …. Educated, Black, woman and in 
authority, I had to work harder than any other person employed in my unit. and many of my 
                                                          
272 James Joseph Scheurich and Michelle D. Young, “Coloring Epistemologies: Are Our Research Epistemologies 
Racially Biased?,” Educational Researcher 26, no. 4 (1997): 7. 
 
125 
 
white male colleagues, previous supervisors (white male) resented me and were not 
embarrassed to inform me of their disliking. And as time progressed over the years you 
would have thought things would have changed, but then the new wave of diversity came 
through education, other men at that level, I saw a new form of envy.  It is the same now as 
it was during Jim Crow when it comes to working with particular people who do not want 
to see us (Black women) succeed.” 
 
Often times, the colleagues with the same level of responsibility, work expectations may be 
different, but the level of expertise is on the same playing field, women are directed to seek 
assistance from Black men in the workplace.  Miah states, “It’s confusing and discouraging as we 
(Black women) try to navigate through an environment where racism is blatant and now we have to 
fight with or against our Black male counterparts”.  The competition becomes ‘thick’ as both Black 
males and Black females are seeking to advance, thus making this type of leadership unbearable 
and creating a powerless fight for Black women.  This type of dominance makes it extremely 
difficult for Black administrators to work together on predominantly white campuses or with many 
other Blacks on campus in other capacities.  White dominance plotting against the success of 
Blacks in the workplace is and have always been a form of oppression.  
 
The strength and resilience the participants have to rise above male dominance in the 
workplace, racial discrimination, gender stereotypes, voiceless settings, oppression and isolation to 
name a few, resonated with each one in a different yet very familiar way. Miah noted:  
  “…….I had been doing it for four or five months at that time, I applied, thinking, yes, this 
should be a good opportunity for me to transition and advance my career because I have 
been the person doing it. I wrote the code of conduct. They gave it to somebody else who 
had no experience whatsoever. No experience whatsoever except he was a faculty member 
who had a JD. This helped me realize the politics in higher education. This is when my eyes 
got opened to how political it really is. They ended up giving it to, he was a black guy, a 
black male professor who hadn't done nothing in conduct, but he had a JD. This was one of 
those break down crying moments, like I have to just remove myself, in my office, that's just 
bawling out, bawling out to my husband 'cause I was just like, I just don't understand for 
the life of me how I got passed up on two promotions when I am doing what I thought was 
everything right, and I couldn't understand for the life of me why I didn't get promoted.  
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This kind of helped me start formulating and thinking about, you know, a) politics of higher 
education and b) the role race plays in higher education.” 
Anna Julia Cooper stated it best, “Black women, restricted from directly participating in many 
facets of political, economic, and social life, and ignored by white men (leaders), but also by Black 
men and White women, have a unique perspective that, if heard, would benefit not just Black 
women but all of society”.273   
 The several of the participants mentioned, what is troublesome are the negative 
experiences from their Black male counterparts.  Caroline argued, “It is unbelievable how we are 
treated, when they (Black males) know we are capable to completing any task we are given. And 
what irritates my skin, is how we have always, always defended our (Black) men, wrote the scripts, 
stood by their side, and if not us, their mothers, their aunts, their grandmothers, their sisters.  The 
disrespect we receive from them, the lack of trust, the labeling, and the authoritative presence as if 
we are home or are their wives and must abide to their requests is unbelievable.   I can’t make 
others understand how painful it is….I did however, have a heart to heart with my superior (black 
male) in the past, he clearly looked at me and said with a straight face, “I don’t know what you are 
talking about”…, I cried and walked out”.  An interesting perception, the researcher noted, Black 
women in this study, mentioned if they had to choose between white male leadership vs Black 
male leadership, eighty-three percent preferred white male leadership, while seventeen percent 
didn’t have a preference.  
For the most part, the participants report they have learned how to deal with male 
hegemony, racism, sexism and office politics in the workplace.  However, as Lorde defines 
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chauvinism as “the belief in inherent superiority over all others and thereby the right to 
dominance”.274  Rose notes: 
“Prior to becoming the department head, I was up for Associate Professor, had already 
written my fourth book and over exceeded all of the requirements to move forward. My 
supervisor was a white male and I had a Black male colleague who was seeking Associate 
Professor during the same time I was.  Definitely not accomplished and had not met the 
majority of the requirements, and those he had met were the bare minimum.  Need I say 
more? He was provided with the resources to move forward within six months and to top it 
off, was appointed to deliver the news to me that I didn’t get Associate Professor, I was 
crushed, not surprised but truly crushed. This is when I knew this would be a long journey 
to a major leadership role in administration, if I remain at the university.” 
 
Institutionalized systems of sex bias often create impenetrable barriers that halt women’s progress 
and stifle their professional development. Many Black women in these spaces experience 
internalized dominance as colleagues and supervisors of privileged social groups accept beliefs and 
attitudes that are prejudicial towards others (Black women) and justify their groups socially 
superior or dominate status as normal or deserved.  Internalized dominance may express itself 
through feelings of superiority over or scorn for targeted groups and avoidance of members or 
targeted groups.275  Though sexism can severely affect the lives of all women on campus, racism, 
and sexism compound the impact for African American (Black) women”.276  Benokraitis and 
Feagin define subtle sexism as “the unequal treatment of women that is visible, but frequently not 
noticed because behaviors have been internalized as be normal or acceptable.277  Black women 
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request the same respect from their colleagues as their colleagues give to all other groups. 
Although these and many other problems exist for Black women in administrative roles in 
academia, Black women strive to “be heard”, allow them the same seat at the table as other groups, 
allow the same playing field they were hired as their co-workers, and one will understand they 
have so much more to offer.   
Findings/Theme 3 
 
Upbringing, Resilience and the Fight against Stereotypes    
 
Success for some women of color comes from their ability to be resilient which is often 
displayed in their upbringing.  Prior to becoming women of leadership in administrative positions 
in higher education, they were once little girls.  These girls were told by their parents and family 
members to strive for success and that the road would not be easy because so many people would 
question their ability and worth.  Not only did these women display resilience they understood the 
importance to network in an effort to advance their respective careers.  These women collaborated 
with their white supervisors and colleagues to gain access to spaces where they (being Black 
women) where frequently denied.   
Rose who is from the Deep South and was often mistaken for a white woman came to 
understand her skin color was not white enough when she entered an Ivy League intuition for her 
undergraduate degree.  Although the newfound tension was intense as her white counterparts made 
it known she did not belong she was able to matriculate through the program with honors.  This 
resilience was not only evidenced in the classrooms of the Ivy League school but she exemplified 
as she entered higher education for a profession.  Given her experiences, she entered higher 
education understanding nothing would be freely given to her but even with hard work and 
dedication, she would have to break down doors that were forcibly shut.  Her ability to use 
networking as a tool help to unlock those doors proved advantageous.  She admits her resilience 
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was often fueled by her mentor of more than forty years and although she has since passed she 
continues to reflect on her guidance.  One of the biggest doors she has managed to break down was 
that of a department head and tenured faculty which caused one of her long-term male friends to 
abruptly end their professional relationship because she received the offer over him.  Ironically, 
prior to applying to the position he would always tell her how qualified she was but once she was 
selected for the position their friendship ended given credence to the stereotype that an unqualified 
male is better than an extremely qualified and competent woman.   
 The participants expressed how stereotypes were offensive and used frequently in the office 
setting in order to hinder the Black women in the work environment. Asia notes: 
“Because I know some of the issues that people before me have had in this position, I know 
a little bit about it but when you're brought in, as an expert on race and diversity and 
inclusion, the expectation is that your advice would be sought. Not necessarily followed all 
the time but that you would be trusted as an expert in your own right around those issues 
and that your advice is valuable. I don’t always find that to be the case. I’ve literally sat in   
meetings where I was told I’ve talked too much and I need to let someone else talk. I’m not 
a real gregarious person. I found that extremely surprising, however, I fight for myself, I 
fight for others, I fight because someone fought for me to be here, now I am paying it 
forward.  Resilience and great parents taught me this.” 
 
 In a stereotypical environment, Black women are perceived as being incompetent and lack the 
skills to complete the roles they are assigned to fulfill.  Such characteristics of the Black women 
are engraved in the minds of other groups, thus making it difficult for Black women to surpass 
particular levels of advancement in leadership roles in higher education.  The Black women are 
often viewed as the token in the office when diversity plays a role in efforts of the unit or whenever 
there needs to be a minority seated at the table.  Black women in this study mentioned how they are 
aware of being “held to different standards when it comes to any other group”.  Sophie notes:  
“…….I would joke with my friends when I first started is that I couldn't look at my calendar 
a week or even two weeks out. I'd have to look at it one day at a time because the job was so 
overwhelming.  All of the stuff that I had to do at the beginning.  It was just a lot more than 
what I thought it was gonna be, but it's been good. In terms of managing the staff, that 
wasn't really surprising. The first year having to do as much personnel rearranging I had to 
130 
 
do, that was a little bit surprising. It took up a little bit more time than I thought it was 
going to. I think the second surprising thing was that after the first year my boss was 
expecting more programmatic responsibilities to come out of my role, which in this role I 
thought I wasn't really doing programs anymore. They kind of wanted to see programs, so 
in the next year I was like, well let's focus on what are some programs we need to do," so I 
partnered with some academic units and things like that to develop some programs. I 
realized you have to change your attitude if you wanna survive.  I change my mind set 
often, because at the end of the day I have to take care of myself and my child, I can’t allow 
the pressures of the job role get me down.  It is often a struggle but I think of my child, my 
family, my parents.” 
 
Black women in this study mentioned their way of escaping this ideological way of thinking is to 
change their mind set. As Patricia Hill Collins states, “this interdependence of thought and action 
suggests that changes in thinking may be accompanied by changed actions and that altered 
experiences may in turn stimulate a changed consciousness”.278 
 Regardless of the circumstances, the participants report never letting go of their integrity, 
fighting back against the stereotypes.  Miah noted, 
“Resilience is key for survival. I’ve learned a great deal about the politics in higher 
education or any professional administrative level position for that matter.  However, in the 
many challenges I have faced in particular racism, I have learned to let things roll of my 
shoulder and allow it to prepare me for my future.  I can’t allow the racism and stupidity of 
others block m y blessings.  I know what I am capable of and one way or another I’ll prove 
my point……as with this new position, it is working for me and I love it.  Learning new 
things daily and, yes no major issues at this point, however, race, class and gender will 
always play a role in my life, I am a Black successful woman”. 
Institutional racism lives on but the Black women in this study vowed to never allow this kind of 
behavior from their colleagues remove them from their occupied seat at the table.  The participants 
often felt silenced, and realizing the need to overcome obstacles is a necessity in their lives daily; 
they continue to hold their values high, to never lower their standards nor give in to stereotypes, 
maintain their integrity and fight until they die. Miah states, “Black women have fought forever, all 
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of our ancestors fought hard for the right to vote, the right to attend school and seek a college 
education, the right to live, we too can continue to fight for the right to attain, maintain and retain 
administrative leadership roles in higher education”.  
 The participants all faced racism at some point in their careers, some more than others, and 
all felt discriminated against based on race and gender at some point within their lifetime. 
Intergroup conflict is identity-based tensions and hostilities that surface between social groups as a 
result of stereotypical beliefs or prejudicial attitudes, misunderstanding, self-interest, competition 
for resources, separation and segregation, and social inequality in society and on college campuses. 
The sources of conflict can result from differences in information, values, and ways of achieving a 
goal, disagreement over purpose, and/or unequal access to resources in a community or the larger 
society.279 
 The importance of success in an administrative leadership role was a goal for all 
participants since the inception of their first year in college. Many discussed the first-year 
experiences regarding race and gender in the classroom.  The participants mentioned the fact 
failure was never acceptable in their childhood households.  As their ancestors often provided each 
of the participants with knowledge of the struggle in the United States for Black women, and the 
expectation to work harder than their peers did in most careers.  In this study, it was obvious the 
women were determined regardless of the challenges and expectations they faced in their current 
roles in administration. Rose noted:  
“……I'm saying to what extent was that gender? The interim felt more comfortable with 
this other man and I don't know if he felt threatened by me but I was very forthright during 
my first couple years because so many things went wrong in terms of that transition. His 
style of leadership was not as democratic as most of the others in the department had 
hoped, that we would decide by consensus, let's talk about it. I was not providing input into 
important decisions that were being made, yet my career just as important and up the chain 
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of command as his position….same unit, different position, same level of authority.  And I 
have no real input into governance. I think there were gender dynamics, there were status 
dynamics in the sense that I was equal in terms leadership.  Within [academe] all these 
hierarchies, these statuses, oppression and everyone is stressed, and insecure about 
something. I'm pretty sure that if my husband had had the appointment rather than me that 
things may have been a little different for him.……. but resilience, that lovely word Black 
women have to remind ourselves of every day in the world of administration in higher 
education on a predominantly white campus.” 
 
The participants remain resilient during the challenges they faced however, they described the 
challenges as both oppression and opportunity; oppressed due to the nature of the challenges, such 
as racism, sexism, limited opportunities and the location.  However, opportunities based on 
knowledge learned, family expectations, undermining the negative and under-representation.    
The participant’s express determination, motivation, core family values and confidence in 
their abilities to do the work required.  It was obvious the women were taught early on in their lives 
when faced with adversity, never allow defeat to overcome.  Their upbringing has taught them 
fight or flight skills, self-resilience, self-confidence, and self-respect.  “That it is in the family 
where personality is developed, identity is formed status is assigned, and basic values and norms 
are learned”.280  Rose stated, “The idea of survival would take charge in most negative situations 
and we have to fight and stick together (Black women) through thick and thin.  We often find 
ourselves needing each other more than we would like to admit, but strong together wins the battle 
every time”.   Mentoring was discussed but not necessarily a requirement to succeed.  Several of 
the participants mentioned having mentors in their lives years before their careers.  The participants 
all with both parents in the home, and half experienced their upbringing in upper class households.  
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However, they all agreed their strength qualities and many lessons instilled in them from their 
closest mentors who are their parents, family, and neighbors, have positioned them to reach their 
highest potential in their personal and professional lives.   
When asked if seeking the Presidency of a university was a goal, the majority of the 
participants declined the offer.  Although, several mentioned it was a goal at the beginning of their 
careers, but have since decided against seeking presidency.  Of the two participants who may seek 
a presidency seat in the future, both decided if they self-select for such a position, it would more 
than likely be within a historically black college or university, interestingly enough, but only if 
they can lead. 
Findings/Theme 4 
 
Balancing Act, Expectations and Playing the Game 
 
The researcher is reminded of taking a course with a tenured and highly respected male 
faculty member.  Throughout the course she was reminded of her “role” as a woman in that even 
when she received her Ph.D. she would likely be the one who still picked up the children, did 
laundry and cooked the meals.  While some might believe the comments from the professor were 
sexist it is the reality for so many professional women.  These pressures at home pale in 
comparison to those in the workplace as women often have to work longer hours and harder than 
their male counterparts in an effort to maintain their job responsibilities. Sophie notes:  
“There is always pressure ….I would say that in the role that I'm in now, absolutely major 
challenges. There are two other Associate Vice Chancellors that happen to be male. Two 
males of color. My boss is a white female. I feel like, to be completely honest, that even 
though my area's not as large as the other ones I would say in terms of pay, equity, that 
there's no equity in the three.  I feel like we have very similar levels of responsibility, but I 
feel like there's been really no true advocacy on my boss's part to uplift this particular 
position. Not even just for me, but whoever comes after. I feel like there needs to be some 
kind of equity in the pay, because right now there's probably about $40,000 to $50,000 
difference in my pay and the other two, yes males in this space and that doesn’t feel good 
when you know about it…... I feel like that's a bit definitely inequitable. I think as a woman 
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of color I feel like if I was a male in this role then there probably would have been a 
difference in the level of pay. Because the other two happen to be male I just feel like, not 
diminishing their responsibilities at all, but I feel like that on some level there needs to be 
some advocacy for this position to have at least closer to where they are. That's how I feel. I 
think there's some bias in relation to what the position is……. It is all about balancing the 
work load, but balancing the crap Black women have to deal with”. 
 
The participants realized it was usually the White male willing to help advance their careers 
and move them into the directions of success in administrative leadership roles.  If Black women 
are denied access to meetings, or lack of materials needed to complete assignments, or events, etc., 
they would find the other ways to gain access, typically through the white male leader, with 
authority.  By learning this skill, the Black women would eventually have access and be provided 
with more decision-making duties and more access.  Priscilla states: 
“Working through those biases, working against those biases as they have been expressed I 
say over the last 10, 15 years. It's very exhausting to be an emissary, a spokesperson when 
you know that you have powers of articulation but they are having no effect because the 
president is looking at his clock. He's already reached his conclusion about whether he's 
going to give you money, a raise or not. It doesn't matter what you say…..not what I wished 
for, but what I expected……however, the learning that took place in this position was 
phenomenal…..you have to balance the good with the bad, your family vs work, your 
community vs church, black vs white, we live it every day and Black women are required to 
learn how to balance or you will lose your mind, your friends, your family…it is extremely 
difficult but we learn how to manage, how to play the game if you will, and it is a game we 
must play.” 
Learning how to maneuver the office politics and “go around” the negative experiences of Black 
male dominance has become a necessity in the workplace for Black women. “Black women must 
recognize the special vantage point our marginality gives us and make use of this perspective to 
criticize the dominant racist, classist, and sexiest hegemony (white or black)”.281  
 
Participants discussed in detail the long additional hours they spend working long after all 
other administrators have retired for the evening.  This apparently has a negative impact on their 
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personal lives as this takes away from time spent with family.  All of the participants expressed the 
importance of family time.  They all would prefer spending quality time with family and providing 
the required time in the workplace; but never choosing between the two, the job requirements and 
family time.  Although many institutions have family friendly policies in place, perhaps for fear of 
becoming less likely to retain282 their current position and receive promotions, many Black women 
administrators do not make use of family policies. Participant also mentioned they fear on the part 
of the administration that worries about giving preferential treatment to women with children in 
comparison to those without.   Several of the participants discussed working as late at 11pm and 
returning as early as 6am.  The single parent participant stated, “it is not so much the late nights, 
but more so how my superior never once asked if he could do something to ‘lighten the load’, or 
seek an assistant for my use”.  Sophie mentioned it does take toll on her child, and she is 
consistently seeking things for her child to participate in afterschool. Although eager to master her 
duties and not allow defeat to settle in, she manages the heavy workload temporarily, as well as 
other participants.  
  The participants discussed trying to balance their professional and personal lives; it is 
difficult when you feel the pressure all around you to succeed.  The participants discussed not only 
success, but for Black women you have to work twice as hard in everything you do affiliated with 
the administration role.  Asia stated, “You are looked upon for your expertise, but when you share 
your insight, most often than not you are silenced and ignored.  Without warning, without reason, I 
am often silenced and only called upon for my expertise in which I was supposedly hired for when 
it benefits diversity efforts or to prove to the constituents the university has employed a Black female 
to represent in administration in higher education at a predominantly white institution. Several of the 
participants discussed this type of negative embarrassing behavior from their superiors.  Asia also 
added, 
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“I observe my surroundings daily, and I have noticed my supervisor rarely if ever, 
addresses my white colleagues in the same manner and tone as I am addressed. I keep a 
weekly log as I journal all of my accomplishments, so when asked for proof when the time 
comes for advancement, regardless of my struggles with my co-workers I can recall and 
prove my worth at any given moment.”  I also make sure I keep up with new details on my 
curriculum vitae (CV).  Many people do not think strategically about how to write their 
CV’s to match jobs.  Truth telling, but you need to make sure you include everything you 
have ever processed in any career that is of importance.  I also make sure I do not overload 
myself with duties if they are not my responsibility.  Sure, if I have time to help others 
because I want to display I can work alone or with a team, however, I must complete my 
tasks on time and meet all deadlines or it reflects negatively on my review.  It never hurts 
anyone to be truthful and simple say no, I can’t at this time. It is all about balance and 
balance is extremely important for a high-level position for Black women.” 
 
Developing ways to cope with the challenges the Black women administrators face on a daily basis 
 
is viewed as must in order to survive and pave the way for the next Black women administrator.   
 
Summary of Results 
Themes allow the researcher to determine patterns among the participants to bring meaning 
and answers to the questions presented in the research.  In the Culture and Truth, author Renato 
Rosaldo suggested, “The subaltern often know more about those who dominate them than the other 
way around.  We ‘simply must’ in ‘coping with [our] daily lives.”283  Meyers’ and Turner, suggest, 
“the racial and ethnic bias of academic culture “results in unwelcoming and unsupportive work 
environments for people of color (Black women).”284  We need to know how much of a pattern 
many of these experiences are in order to construct solutions to reduce the hegemonic work 
environment in many predominantly white institutions at the administrative level.   
The researcher was highly motivated to pursue additional future research among 
administration leadership roles in higher education after reviewing the data collection, its process 
and the rich and exciting new knowledge it encompasses. The institutional factors revealed in the 
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interviews clearly show lack of commitment at the administration level for a more inclusive 
environment for all. 
The need of mentoring was discussed, but many of the participants did not feel a mentor 
was necessarily needed to attain an administrative position, but necessary to increase the number of 
Black women administrators in higher education, in particular, at predominantly white institutions.  
“African American (Black) women administrators can be effective mentors because they bring to 
their jobs a unique and diverse perspective as both women and minorities”.285    However, several 
of the participants decided a mentor, preferably a male or black female who may have previously 
occupied a similar position, one who could be trusted in providing valuable information could be 
useful in retaining success in an administrative leadership role at a predominantly white institution.  
With the paucity of Black women administrators in predominantly white institutions, makes it 
difficult to mentor a plethora of Black women desiring to occupy a position in leadership along 
with all of the many other challenges the Black women has to face on a daily basis. 
  Many discussed the increase in diversity efforts per university; however, who does this 
really serve?  All of the participants have very different thoughts regarding the motives of the new 
diversity initiatives nationwide on the majority of all college and university campuses.  However, 
the participants revealed their university appeared to honor in favor of Black males at the 
administrative level under the new diversity initiative.  Thus, hindering the increase in Black 
female hires in administration as it relates to diversity; many participants noted universities are 
choosing Black males over other groups to fulfill the diversity gap.  The researcher was infatuated 
with of the most interesting comments from the data collected; four out of six are no longer 
interested in leading a university or college.  Whereas, initially, all of the participants had dreams 
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and goals to one day lead a university or college in their lifetime.  One participant who currently 
serves at the president, chancellor level at her university discussed the opportunity to revisit her 
decision to become a leader of an institution; she would not choose to become a leader at a large 
institution. She also mentioned her desire to lead a Black Historically College or University.    
Although many studies that generally focus on race and gender, frequently group Black 
women with other women of color and rarely separate the equation, or group Black women with 
Black men, not truly highlighting the statistics of Black women.  The results of this study reveal 
Black women are not in comparison with any other group when it comes to administrative 
leadership roles in higher education at a predominantly white institution on many levels, in 
particular treatment by male colleagues and superiors, the success rate and the challenges and 
characteristics Black women experience on a day to day basis.  The researcher has concluded the 
challenges Black women experience in these spaces warrant their separation as a distinctive group 
of individuals who should be categorized as their own singular group  
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Chapter Summary 
 It is through personal narrative we learn about undocumented experiences in this fourth chapter.  
For the researcher life histories are dynamic and probably the most relatable type of storytelling. Bell 
Hooks, a feminist scholar, uses life history to describe her work and its connection to various forms of 
oppression.  In Talking Back: Thinking Feminist, Thinking Black, she mentions,  
“I have had more time to think even more critically about this split between public and 
private; time to experience, and time to examine what I have experienced. In reflection, I 
see how deeply connected that split is ongoing domination (especially thinking about 
intimate relationships, ways and racism, sexism and class exploitation work in our daily 
lives, in those private spaces that is there that we are often most wounded, hurt, demonized; 
there that ourselves are most taken away, terrorized and broken).  The public reality and the 
institutional structures of domination make the private space for oppression and exploitation 
concrete-real.286 “as we tell personal narrative, as both researcher and research subject, we 
have a sharper, keener sense of the end that is desired by the telling…. Story telling 
becomes a process of historicization. It does not remove women from the history but 
enables us to see ourselves as part of history…Used constructively, confession and memory 
are tools that heighten self-awareness”.287 
 
As noted, Chamara Kwakye states, “Autobiographies, biographies and other narratives by Black women 
continue to be fundamental to our historical and contemporary analysis of race, class, gender and all other 
identities that Black women occupy in our society.  The use of these narratives has not only enhanced of 
Black women’s educational opportunities and experiences, but it has expanded our understanding of their 
lives and the society in which we live”.288  
 
 These findings and many other factors from this chapter, solicit the discussions, conclusions and 
recommendations for the final chapter of this study.  The fifth chapter will provide a detailed conclusion and 
recommendations of the results of this research.  The researcher will provide recommendations for this 
current research study as well as recommendations for future research. The researcher believes it is 
important to provide the limitations of the study in hopes of providing a deeper understanding of the results.  
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CHAPTER FIVE:  INTERPRETATION, CONCLUSION and RECOMMENDATIONS 
It is apparent the glass ceiling applies to the findings within this research.  For Black 
women the glass ceiling has been a reality far longer than the presidential campaign of Hillary 
Rodham Clinton in 2008 and 2016.  Black women who decide to move up the ranks of higher 
education in administration often find it difficult to crack the glass ceiling let alone shatter it 
completely.  The women featured in this study have seemingly broken through but their rise to the 
chancellorship and presidency were fraught with many challenges.  At every turn, their male 
colleagues attempted to undermine their leadership especially when they were dealing with black 
males.  Despite these challenges, these women all found creative and productive ways to deal with 
the countless barriers placed before them by exuding resilience and tenacity coupled their keen 
astuteness.  It was perplexing to the researcher why Black women were instinctively steered to 
black males despite them being in subordinate or equal positions.  However, it seemed obvious the 
black male was in competition to receive a promotion and perhaps this reality caused some tension.  
In addition, it seemed white supervisors felt more comfortable with the transitional relationship of 
dealing with Black women in that it was more comfortable for them to not have to deal with their 
concerns.  Furthermore, despite white supervisors serving as a good a networking source when it 
was time for a promotion they would likely support a male irrespective of race over a highly 
qualified Black female.   
Interpretation and Relevance of Results  
 Black women’s continued success centers on many creative ideas in academia, and to tell 
their stories in a way that further develops the intellectual tradition is a major key.  The results 
regarding Black women in higher education and their journeys to utilize their maximum potential 
at the highest level possible in academia through this research were provided via the voices of 
Black women who occupy or have occupied leadership roles in higher administration.  This entire 
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group of participants attributed one of their primary reasons for their lack of advancement in 
leadership roles were connected with office politics. Discussion of Black maleness hegemonic 
became the primary topic during the interviews for this study. As the researcher further examined 
this idea of Black maleness hegemonic discourse, it became evident the participants all felt as 
though this has become the newest phenomenon pushing against their success in higher education 
in conjunction with race and gender. 
By shifting an individual’s personal experiences to the forefront, life histories facilitate a 
better understanding of the specific context of one person and provide greater access to their direct 
truths and this became evident in their narratives and throughout the themes identified in the data 
collection. Life histories of Black women leaders in academia are an important part of 
understanding the gender and racial, and many other dynamics of administrative leadership roles in 
higher education.  
 As the researcher seeks to interpret the results of this study, Yolanda T. Moses’ published 
work, “Black Women in Academe: Issues and Strategies came to mind.  Moses states, “The fact 
that racism (and gender) have been the focus of attention lately, conducting further research on 
institutional and professional climates for Black women would be a way to call up, confront and 
own up to racism,”289 within the workplace, educational environment and in the lives of black 
women.  
 The use of Black feminist thought, Black feminism, womanism and intersectionality as 
theoretical frameworks concludes the limitations, challenges, advantages and disadvantages the 
Black women in administrative leadership roles experienced.  In particular, the identity of politics 
in the work environment and a plethora of other discriminating experiences in which race and 
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gender interact, various disadvantages and advantages. “Intersectionality is the idea that social 
identities such as race, gender and class interact to form qualitatively different meanings and 
experiences”.290 The Black women in this study experienced majority negative as oppose to 
positive experiences to include stereotypical race related exploitation during their careers in 
administration.  Often, most participants explained their “tough skin’ allowed them to learn from it, 
and “resilience took hold” for survival purposes.  
  The panel of experts, the participants, for this study agreed on the following 
recommendations for predominantly white institutions to attain and retain Black women in 
administrative leadership roles in higher education are as follows: 
(1) Strive for equality in leadership, salary and responsibilities. (responsibilities were more 
a request as oppose to equal pay within this study). 
(2) Empowerment – Provide more opportunities for Black women administrators to 
participate in the decision- making process; Lack of trust in the abilities of Black 
women in these roles has been overbearing and unfair. 
(3) Revise or restructure job duties and responsibilities for all administrators. 
(4) Provide a platform for Black women to express their concerns; design a task force 
outside of the university who can handle complaints and unfair practices at the 
administration level.  
(5) Position Black women leaders in positions that warrant promotions as oppose to the 
administrative tracks which are generally stagnant lacking upward mobility. 
(6) Less micro-managing from superiors and more respect from males in the workplace as 
it relates to Black women vs male relationships. 
(7) Utilize their highest potential, if hired as an expert, utilize their skill set as an expert. 
 
Limitations and Delimitations of the Study  
 Limitations are “potential weaknesses or problems with the study identified by the 
researcher’ pertaining to data collection and analysis, (Creswell, 2009).291 In pursuing this 
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research, there are various key assumptions related to the participants.  One key assumption is the 
authenticity of each participant providing honest answers to each question without hesitation to the 
best of their ability.  Another limitation of the study was the inability to travel for more face to face 
interviewing with a key participant thus limiting the use of non-verbal responses that may have 
been captured in the essence of an in-person interview.  In conducting this study, the researcher did 
not have any control over the voices of the participants in response to the selected interview 
questions.  The participants are the experts; therefore, the information provided in this study of 
their lived experiences should be honorable.  
The researcher viewed a much smaller sample of Black women in administration in higher 
education than originally planned.  With the use of a small sample, the researcher cannot 
oversimplify that the results of this study refer to all Black women in leadership roles in academia 
or any specific group. Although the researchers’ primary concern was women in administration in 
higher education, specifically, Black women, this study may align with a delimitation.  J.W. 
Crewell defines delimitations as, “parameters that narrow the scope of a study”.292  This study 
selected Black women who have occupied or who currently occupy leadership roles in higher 
education, primarily serving at predominantly white institutions in order to increase the current 
literature surrounding Black women in administration.  As a researcher from the same ethnic group 
of the participants, the audience may perceive this as bias. However, a skilled researcher knows 
how to decipher between the two and not allow their personal background and similarities to the 
participants guide the study; one must listen, not indulge in comment or show any emotion and 
report the findings exactly as they are reported, limiting any identifying factors.  
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After conducting interviews, the researcher allows the participants to review their 
transcripts, thus providing an opportunity for the participant(s) to make changes to or request to 
strike their transcribed data from its use in this research.  Member checking could potential be a 
limitation to your study if a participant declines use of their data after review of transcripts. As 
participants review their data, they could deem information if published could be harmful to future 
employment. For this study, eight participants were initially interviewed; after utilizing member 
checking for this study, one potential participant who primarily led as President at a predominantly 
white community college, a second participant interviewed, decided after all research an interview 
were complete, member checking of themes and transcribed material, the participant withdrew 
from the study.  One participant contacted the researcher to withdraw her consent to include her 
personal and professional data in the research.  The researcher honored this request and withdrew 
her information from the study.  However, the participant would like to submit material for use in a 
future documentary and possible future publications.  The researcher removed all data in regard to 
the participant from the study and revised all areas of the document as deemed necessary.   
Although generalizations are made on responses of participants, the responses are not an 
assurance it represents the total population of women and others in similar environments. Future 
research will explore and expand on other factors the affect Black women in administrative 
leadership roles in higher education and to purposely examine to understand of how critical race 
theory informs this phenomenon.  
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Conclusion  
“There are not many of us African American Sister Presidents and those of us who are in this field 
do not have an easy time of it. Why the story goes that one Black woman college president died and 
went to hell, and it was two weeks before she realized that she wasn't still on the job.”  
         -- Johnnetta B. Cole 
 
As mentioned in the beginning of this study, its aim is to enhance the literature dedicated to 
understanding the struggles of Black women in administration in the realm of higher education.  
Although other studies exist with regard to Black women in leadership in the academy, very few 
reinforce or affirm this pre-existing study and lend to it an additional layer of understanding of the 
lived experiences of Black women leaders within academia.  
Slight change has come no doubt; the number of Black women in administrative leadership 
roles in academia has increased over the years, but the growth in comparison to the number of 
completed doctoral degrees, rate of Black women enrollment in higher education highest among 
any other group, does not equate the percentage of position held in this career field.  While Black 
women have faced challenges with regard to securing a great proportion of leadership roles in 
higher education, there have been major successes in the past that have aspired many Black women 
leaders to seek, obtain and retain administrative positions in academia. This study is employed to 
highlight key elements needed in gaining access to leadership roles for Black women, and to 
enhance the literature dedicated to understanding the struggles of Black women in academia and 
administration of higher education.   
Stephanie Y. Evans notes in her article, “This Right to Grow”, “Higher education is in need 
of massive reform to include the ‘heads, hands, and hearts’ of the disenfranchised in order to make 
real the claims of a democracy heretofore unfulfilled. The works of thinkers like Cooper and 
Bethune provide essential tools by which to measure the progress of higher education. Black 
women's theoretical frameworks will enrich discussions of intelligence, capacity, and liberty.  
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Beyond the need for their greater statistical representation, Black women's analyses must be 
incorporated into disciplinary epistemology and scholarly praxis. Despite vast improvements in 
overall quality of life, African American (Black) women's access to education, economic stability, 
and professional employment has not drastically changed, relative to the population, since the late 
1800s”.293  This sustained disparity appears especially heinous when factoring in the exponential 
loss of life, health, and wealth during enslavement and Jim Crow segregation. That such racist and 
sexist practices are worldwide is scandalous.294  
N.Y. McKay, author of A Troubled Peace: Black women in the halls of the white academy 
writes, “These women later re-enter higher education as professors at various types of 
institutions”.295  Black women have slightly increased their representation at both the 
undergraduate and graduate levels as professors and as administrators, in numerous educational 
environments, which marks some progress in the equity of America’s educational system.  In 1986, 
the first year of ACE’s college president study, the demographic profile of the typical campus 
leader was a white male in his 50s, married with children, Protestant, held a doctorate in education, 
and had served in his current position for six years.296Data collected from the ACE twenty-five 
years later, in 2011, revealed this profile remains relatively unchanged with the average age of the 
college president at 61.297  With various attempts to change the university climate, major shifts to 
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improve racial and gender diversity at predominantly white institutions have been warranted.  
Expectantly, predominantly white institutions will employ more minorities in administrative  
leadership roles as many campuses seek to diversify all areas of the university.  No longer 
neglecting the need to employ more minorities in spaces where majority white and male (older) 
occupy selective leadership roles, there will be more females, (i.e. Black women) inhabiting these 
positions.  
Also in 1986, ACE reports there were only 10% of women presidents in higher education 
and an increase to 16% by 2011.  Although only 4 percent of women in higher education at the 
presidency level are Black women, their numbers have doubled in US colleges and universities 
over the last several years.  It is also reported by ACE, the percentages for Black women in 
administrative roles increased from 5.8% to 7.7% by 2011 and even greater percentage Black 
women presidents at HBCU’s.298   These findings present an opportunity to diversify the leadership 
in higher education leadership roles, such as the presidency at colleges and universities in the 
United States.  Black women have long played second to others, serving as provosts at many 
universities.  However, this progress clearly does not signify the end of the discriminatory practices 
in higher education in the United States.  
As Black women continue to prepare themselves academically for university administrative 
positions, Black feminist thought provides a historical and contextual framework for the tensions 
that shape our experiences.  Black women hold a unique position at the intersection between 
gender and race. These two identities, coupled with class and sexual orientation, leave Black 
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women to operate in a sphere of interconnected social inequalities. Researchers have examined the 
narratives, dialogues, and interactions of Black female faculty members, administrators in higher 
education and their colleagues, which may serve to enhance and encourage the awareness and 
understanding of inequities and the complexities of the experiences of their lives.  Black women 
administrators in higher education frequently recount race and gender, and their intersection, as 
sources of oppression that shape their experiences within the academy299, as Ms. Sandra Miles 
states in her work on Black women in higher education administration. 
“We’re all unhappy – apparently that’s what equality looks like,” she said. “Every other 
group feels discriminated against as well, and when having these conversations with people 
who are members of these other groups, it’s important that you understand that” “merit and 
race are not mutually exclusive.”  Those present in a room full of student affairs officials 
(administration) were probably more open than most to hearing different perspectives. But 
everyone who wants to talk about race (and gender) meaningfully, regardless of where they 
come from or where they work, cannot come at it biased against other people”.300 
 
Black women are stigmatized by negative stereotypes constructed along dimensions of race 
and gender. These stereotypes misconstrue society’s perception of Black women’s leadership 
abilities; regardless of their true capabilities to successfully fulfill the duties of their respective 
jobs.  In the case of many Black women, negative ideologies follow them into their careers and 
shape their treatment within their careers. Therefore, many choose their own path, a path that will 
allow them to utilize their strengths in higher education without the social barriers shaping their 
careers.  While many women in this research suggested at the onset of a leadership roles in higher 
education, their final career goal would be to commit to Presidency of a university or college, since 
obtaining a leadership role in higher education this career goal is no more.    
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Black women have and will continue to persevere as they maneuver through the web of sex, 
race, and even class domination.  Analyzing historical accounts of how Black women came to 
leadership through that prism of Black feminism creates an entirely different picture than the one 
produced by the dominant culture—a picture of intellectual inferiority and powerlessness.  The 
picture presented from the Black feminist lens, on the other hand, not only poignantly reminds us 
of how oppressive forces have become institutionalized and thus remain invisible to the uncritical 
eye, but also, through education, political activism and engagement on all levels, group solidarity 
may be achieved.301  Black women and all oppressed groups can continue to work toward success 
in the fight for radical social, educational, and economic parity.      
 Although many Black women’s voices have been silenced over the course of history in 
America, this does not mean that they sat and waited for the dominant culture to release its hold on 
their intellectual and political rights.  Instead, as stated by A.J. Cooper, author of, “A voice from 
the south,…’: 
“….(the) peculiar coigne of vantage [sat] as quiet observer[s], 
….whisper[ing] just the needed suggestion of the almost forgotten 
truth.  The [Black] woman, then should not be ignored because her 
bark is resting in silent waters of the sheltered cove…watching the 
movements of the contestants none the less and is all the better 
qualified, perhaps, to weigh and judge and advise because not herself 
in the excitement of the race.”302 
 
Historian Darlene Clark Hine, in her pioneering work, Black women in the Academy: 
Promise and Perils, concludes the edited volume in her essay, “The Future of Black women in the 
Academy: Reflections on Struggle.”  She reminisces about her life in the academy and provides 
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words of wisdom for future Black female academics and administrators, as follows: “The surest 
way to a productive and fulfilling future for Black women in any profession is paved with an  
understanding of the experiences of those who went before.”303 It is in this tradition of storytelling 
and providing testimony of lived experiences, sharing truths and testifying through life histories, 
that the way has been paved for Black women to destroy the pain and celebrate the goodness of 
being a Black woman while surviving through their various struggles in academia and careers in 
administration.  As stated by Kwakye, “The use of life histories highlights the experiences of Black 
women in the academy and illustrate how these women have negotiated and resisted imposed 
meanings in their lives.”304  Moments like these will allow Black women to connect with one 
another and speak to the larger issues of racism, sexism, class elitism and sexuality.  Within these 
narratives, Black women can provide truth to their history to help overcome a history of slights 
reflected in many negative statistics, in such administrative leadership roles in higher education.  
This research has provided an understanding of the need for Black women to succeed in an 
administrative position in higher education.  Through these narratives, an understanding what lies 
ahead as Black women travel the road to success, understanding the connection race and gender, if 
these concepts are implemented and others take into consideration and listen to the voices of Black 
women, if Black women are no longer silenced, this journey can be accomplished at a higher rate 
than in previous years. Women’s narratives become a space for understanding not only the 
complexity of women’s’ lives, but explains women’s perception of themselves and the world and 
how they construct a gendered, classed, racialized and sexualized self through narrative and how 
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they talk about their lives.305 According to Patricia Hill Collins (2000), the understanding of 
interconnectivity of gender and race must resound from the voices of the lived experiences of these 
Black women.306  To take seriously their stories is to acknowledge their conversations as more than 
just “idle talk: or more gossip (Munro, 1998).307 
In order for Black women to have a voice in predominantly white institutions, they must 
have a presence throughout and in order to have a positive presence, academia must increase its 
effort to changing its flawed practices and make change in its structure. This change will require, 
first and foremost, understanding and accepting all cultural differences, remove the stigma which 
race and gender play in decision making, lessen the battle between male and female hierarchy, 
remove the male centered hegemonic context, and overall challenge its very own twisted 
institutional system.   We must listen to the lived experiences of people of color (Black women) 
who have withstood the worst of racism in academia, academic and professionally.  By using 
storytelling methods, we can “foster community building” among kindred spirits and allies who 
have the courage to go out on a limb by engaging in the kinds of principled solidarity that may lead 
all involved, positive or negative.308 In a speech given at her doctorate graduation ceremony, Anna 
Cooper asserted that all beings have a "right to grow"; equitable participation in higher education is 
an essential part of this birthright. There was a time when some scholars believed the world was  
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flat, that the Sun revolved around the Earth, and that Black women did not belong in the Academy. 
The first two myths have been dispelled; let this historical record [help to] lay to rest the third.309 
We, African American [Black] women professionals in higher education, make visible the 
continued presence of race and gender oppression, and the hegemony [White and Black] that 
supports systems of oppression within the academy.310 As history repeats itself so does oppression 
– “black women are rarely acknowledged as primary contributors to Black history and progress 
even though they were measuring up to the highest of standards of service, of accomplishment, and 
always leading “our” men in service and sacrifice (Garvey, 1924c,10).311 
“We are here, we are invisible only in spaces where others choose not to see us, but we, Black 
women are here, we are visible and we are not going away anytime soon.”  
~Desiree Y. McMillion, 2013 
Researcher’s Observation  
 In spite of modern-day institutional challenges, Black women continue to demonstrate a 
strong and consistent commitment to self-empowerment through the pursuit and successful 
acquisition of education. However, the researcher observed from the data and during the 
interviews; the participants empower themselves and have a sense of resilience that inspires them 
to continue to push forward regardless of the challenges and barriers they may face during the 
stretch of their perspective careers; they are all determined to remain successful, and reach their 
career goals. “The process through which people gain the power and resources necessary to shape 
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their worlds and reach full human potential”.312 The Black women in this study are empowered 
individuals, and believe in their ability to act and take action when necessary. As Harrison states in 
her published work, “Outsider Within, …we cannot make meaningful changes anywhere in 
academia unless we commit ourselves to transforming ……”.313 
Another observation the researcher noted from the data, while women overall make up the 
majority of those acquiring a college education, Black women lead their male counterparts at 
higher rates than any other group of women in America. Black women currently hold roughly two-
thirds of all Bachelors’ and Doctorate Degrees conferred to Blacks overall and 70% of all Master’s 
Degrees.314  Black women also, make up the majority of all Blacks enrolled in Law, Medical, and 
Dental Schools across the United States and are marginalized, still.  Although Black women are 
extremely knowledgeable and equipped with a plethora of education and experience, they are 
devalued and at times are perceived as deviant in higher education leadership environments; in 
society. However, they survive and surpass the understanding of those who try to hinder them.  
Black women participants in this study are cognizant of the environments that maintain the 
hegemonic (white and black) power dynamics at predominantly white university as well as many 
other barriers, regardless of the universities commitment to diversity. This fact is true knowledge 
for most Black women worldwide in career and educational spaces.  Post-colonial sociologist 
Nirmal Puwar describes these structural barriers in her book, Space Invaders: Race, Gender, and 
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Bodies out of Place, “these “walls” remain largely invisible—unless you come up against it, the 
university appears committed to diversity”.315  Many of the participants in this research have 
expressed their need to continue ‘learning to navigate around these walls’ and in doing so, they 
have developed an understanding of the systems that maintains them and attempt to slow their 
progress.  This study suggests in part, the perceived impression Black women are incompetent in 
managerial positions is not the primary reasons for lack of advancement, but what could be 
accomplished to ‘overcome the cultural perceptions that had become obstacles for them’316 by the 
dominant group in administrative leadership roles in predominantly white institutions. Learning 
how to undermine those structures that are in place to hinder them, Black women have remained 
resilient, have, and will continue to conquer.  
Recommendations for Research 
 The participants of this study are Black female leaders in higher education at 
predominantly white institutions; questions rose concerning the objectivity and validity of findings 
produced by such research are negated by the fact that many of these women are researchers 
themselves and are familiar with the nature of their jobs, feelings and lived experiences.317 
Trustworthiness is parallel to reliability, validity and objectivity, all tenants of qualitative research.  
“In measuring trustworthiness, creditability is defined as the probability that credible findings and 
interpretations will be produced”.318  The researcher believes consistent encouragement and 
providing moral support for the participants in this study and all other Black women in academia 
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and professional environment are warranted.  The researcher believes units of administration in 
higher education at predominantly white institutions should continue to seek professional 
development for all within the unit, have a change in attitude toward other administrators, and 
eliminate the negative perceptions of peers and other administrators.  
Women have surpassed men in obtaining advanced degrees, and an even higher percentage 
of Black women hold more advanced degrees than Black men. Black women could easily help 
reconstruct and bring innovative knowledge to any establishment, if they are giving the 
opportunity to highlight their talents and succeed.  Black women aspire to lead and continuously 
raise the bar.  Black women strive to be preeminent; therefore, their quality of work will be among 
the best if provided the opportunity to obtain an administrative leadership role in higher education. 
Lastly, from the results of this study the researcher also understands continual and more in-depth 
research are needed.  In particular, an investigation on discrimination, racism, whiteness and 
blackness male hegemonic dynamics in leadership should be a priority.  It is extremely important 
to tell the stories of the trials and tribulations (as well as the successes) of people of color (Black 
women) ….navigating through historically (predominantly) white universities”.319  Developing 
more administrative leadership opportunities for Black women is key to positive life changing 
contributions for any establishment.  As stated by Hine and Thompson, “more than a story of 
struggle, Black women’s history is very much a story of hope.”320 
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Recommendations for Future Research  
This qualitative phenomenological study underlined new information related to Black women in 
their careers of leadership in higher education.  While the data provided unique insight for this 
project, it also provided additional data and more pressing questions, which could lead to future 
research projects.  Therefore, further research would have to account for the rich dialogue that 
Black women in administrative leadership roles in predominantly white institutions with an 
average of ten-plus years of service to ensure their stories are fully analyzed and understood.  
The following recommendations are for possible future research: 
  
(a) Seek extensive narratives over course of time; utilize leadership of Black women in other leadership 
roles (i.e. clergy) and other women of color in similar administrative leadership roles Black women in 
leadership roles in religious affiliations.  
(b) To figure how complex issues truly impact the Black women in administrative leadership roles in 
additional research. 
(c) Develop an in-depth study on Black males in administrative leadership roles in academia.  To determine 
their ideas of Black maleness hegemonic and the correlation of women, i.e. Black women in their 
perspective units.  
(d) A mixed method research study collecting more data with the current participants on a quarterly basis, 
to include meetings, online surveys, etc. to establish newly obtained information of job roles, and 
progress in current roles; lifelong relationship building. Perhaps utilizing critical race theory and more 
in-depth methods of counter-storytelling could be useful to understand how critical race theory informs 
this phenomenon.   
(e) Develop this current research study into a full-length study to include a documentary providing Black 
women in leadership roles in higher education more time to express their perceived needs in the 
academy, their relationships with other groups, i.e. white women in the same level of administration.  
(f) Share more of their success stories and fully explain and interpret the factors that influence decision-
making with respect to careers of Black women in higher education and in clergy leadership roles.  
(g) Duplication of this research targeting other groups; compare with the results of this project. (i.e. Asian 
women, Latina women, Indian women, White women, etc.).  
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Appendix A:  Invitation Correspondence to Participants 
My name is Desiree Y. McMillion, I am a doctoral candidate at the University of Illinois at 
Urbana-Champaign in Education Policy, Organization and Leadership and your name was 
provided to me via XXXXXXXXX.  I am currently conducting research on Black women in higher 
education.  This study primarily uses interviews with Black women in administration in both 
predominantly white institutions (PWI’s) and historically black colleges and universities 
(HBCU’s).   
As part of my dissertation process, I have been asked to interview several women who have held or 
currently hold positions in administration level positions, (i.e. Chancellors, Provosts, Associate and 
Assistant Provosts, Presidents, Vice Presidents, Dean of Students, Department Chair) at PWI’s and 
HBCU’s.  I simply want to hear your fascinating journey on the road to leadership roles you have 
obtained in academia.   
If you agree to participate in the study there are potentially three phrases in which you will need to 
complete.  All of the phases will be useful for this research.  All of the participants are required to 
sign the approved IRB regarding this study, and complete a biographical information form.  I will 
send the biographical form via email to you immediately upon acknowledgment of your 
participation.  I will follow up with a face to face (possibly video recorded) interview, and /or a 
recorded interview via telephone.  There will also be an opportunity for extended dialogue after the 
majority of data for this study has been collected.   
Your response to this request is imperative to the advancement of my research on Black women in 
leadership roles in higher education. If you are interested in participating, please reply and submit a 
vita or resume to the email listed below.  Again, I will send the biographical information sheet for 
you to complete and return to me via email.  Upon receiving your completed information, I will 
contact you to set up an interview.  We can meet via skype, phone or in person for our initial 
interview. Your participation is voluntary and most data collected from this research will be 
included in the dissertation.  However, all information you provide will remain confidential. 
If you have questions or need additional information please feel free to contact me at your earliest 
convenience at (XXX)XXX-XXXX or you can email me at XXXX@XXXXXXX.XXX  You may 
also fax your information to my attention at (XXX)XXX-XXXX. 
Thank you in advance for your consideration in assisting with the completion of my research. 
 
Sincerely, 
Desiree Y. McMillion 
 
 
197 
 
Appendix B – Informed Consent Document 
Adult CONSENT FORM TO PARTICIPATE IN A STUDY 
(Participants 18 years or older) 
Purpose and Procedures: This study, conducted by Desiree Y. McMillion, graduate student at the University 
of Illinois at Urbana-Champaign, under the direction of Dr. Yoon Pak from the College of Education also at 
the University of Illinois is intended to view the frameworks associated with ‘stories told by African 
American Women on their journey in pursuing academic dreams.   Participation in this study involves 
agreeing to participate in an interview minimum 2 hours (requesting 2 hours for the initial interview, and 2 
hours for the follow up interview at the end or after the research) about your experiences and to have this 
interview be audio, and/or video recorded with your permission to avoid the loss of any data. The interview 
will take place within the privacy of your home and or other areas in which you feel comfortable to try to 
reduce the possibility that others may hear the conversation. In such case, we, the researchers, cannot 
guarantee your confidentiality. However, no identifiable information will be asked or collected from you to 
avoid any problems with confidentiality. Only your first name will be used to facilitate the interview and a 
number or false name will be assigned in place of your biological name for storing data.  Your name will not 
be included in any final reports created from the results of this study unless you give explicit consent. If you 
would like to be included in this short study, you will be additionally requested to participate in a 
documentary in the near future. 
 
This phenomenology study could also involve ethnography and recording of oral history or life history, which 
consists of observations and interviews of the research participants.  I will also focus on engaging the participants 
in storytelling, use of photography, use of voice, critical thinking, re-visit past lived experiences, gaming, and to 
create a documentary documenting what is important to them about their lives, lived experiences in and around 
academia.  The general purpose of this study will be to provide convincing evidence for use in future literature to 
share truths provided by women of color on how past experiences, identity, culture and positive relationships 
impact(ed) their academic decisions in leadership roles.  It will be designed as an avenue to allow them to share 
their story for future literature on women in academia, precisely women of color, in a positive light.  This study 
will support those involved in reaching their academic goals by bringing to the forefront core issues and solutions 
to help guide them on their journey of leadership in higher education. 
  
It is my intention that results from this research will be shared in academic presentations and publications such as 
journals, articles, dissertation and a documentary on focused on Women of Color in Academia and Leadership 
Roles in Education. We would be happy to provide you with a summary of the research after completion, if 
requested. Willingness to allow the types of media listed to be used in the documentary and other forms of 
publication of identifiable dissemination will be requested and documented via consent form. 
Voluntariness Your participation is this research is voluntary. You may refuse to participate, discontinue, 
skip any questions, or stop the conversation at any point.  Your decision to participate will not affect your 
access to any areas of discussion in any way.   
Risks and Benefits: You may experience some mild, temporary discomfort relating to answering the 
questions, as the questions asked concern your feelings and experiences of being an African American and 
the role strain associated with success and failures in education.  You will probably not receive any direct 
benefits from participating in this research. However, your participation may help researchers and clinicians 
understand your experiences and the problems you encounter that jeopardize African Americans chances of 
successfully accomplishing educational goals throughout their life course. 
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Confidentiality: Only the investigators will have direct access to any information collected. We will not 
associate your name with any data collected, nor will your name or data be given to anyone without your 
knowledge and consent. Results obtain from this study may be disseminated through academic journals, 
professional conferences, full manuscript, grant application and/or may be developed into a complete 
dissertation.  You may also opt out of the documentary and only participate in the research for 
publication in articles, journals, books and dissertation under a pseudonym.  Under a pseudonym, you 
will not be identified as an individual and we will not be providing any identifying information unless 
otherwise noted.  Faculty, staff, students, and others with permission or authority to see your study 
information will maintain its confidentiality to the extent permitted and required by laws and university 
policies.  The names of personal identifiers of participants will not be published or presented without your 
explicit consent.  
Who to Contact with Questions:  Questions about this research study should be directed to the investigator, 
Desiree Y. McMillion, Researcher and Graduate Student at the University of Illinois at Urbana-Champaign, 
College of Education.   She can be reached at (217) 333-7781 or email at xxx@xxxx.xxx .  You may also 
contact Dr. Yoon Pak, Responsible Project Investigator xxx@xxxx.xxx or (217)333-1850.   
If I choose to participate, I affirm that I am 18 years old or older and that I can provide consent to 
participate. 
If you would like to discuss anything in relations to this research or outside of the research, please feel free 
to contact me directly.  
 
 
Thank you! You are appreciated!! 
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Consent Statement 
 
I have read and understand the description of this research project, including information about the risks and 
benefits of my participation and agree to participate in this research in its entirety.  I give permission for Ms. 
Desiree Y. McMillion to utilize any information provided by me during my presence in HerSTORY is 
MySTORY, STORIES TOLD for research, dissertation, publications and documentary purposes for this 
research project in its entirety.  
 
_____________________________________      ____________________________  _______________       
Print Name         Signature                    Date  
   
I give my permission to be photographed, videotaped and audio recorded during scheduled interviews, 
activities, and other sessions pertaining to this research for dissemination in use in dissertation, publications, 
articles, and documentaries to include name or pseudonym to be linked for the purposes of this research 
project in its entirety. Willingness to allow the types of media listed to be used in the documentary and other 
forms of publication of identifiable dissemination will be requested and documented via consent form. 
 
__________  YES __________ NO 
 
_____________________________________      ____________________________  _______________       
Print Name         Signature                    Date   
 
I give my permission to allow dissemination of my photos, private journals, digital and audio recordings and 
other documents used in this research, presentations, documentaries, Internet, on a research web site, and 
various other research platforms such as conferences, workshops, projects, publications, community events, 
which would be retained in perpetuity.  I also consent to the use of my interview(s), imagery and all other 
research documents such as journals, video recordings, and audio recordings for the purpose of a public 
viewing designed and implemented by Desiree Y. McMillion for research analysis purposes.  
 
__________  YES __________ NO 
 
_____________________________________      ____________________________  _______________       
Print Name         Signature                    Date   
 
I provide full use of audio and video recordings as well as photographs during scheduled research interview 
sessions for the purposes of research and program activities involving media production as created by 
Desiree Y. McMillion and the participants (including my son/daughter, other family members who may be 
present at the time of taping.)  Willingness to allow the types of media listed to be used in the documentary 
and other forms of publication of identifiable dissemination will be requested and documented via consent 
form. 
 
__________ YES     __________ NO 
 
_____________________________________      ____________________________  _______________       
Print Name         Signature                    Date   
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Confirmed: 
 
 
__________________________________________________ 
Desiree Y. McMillion, M.Ed. 
Research Investigator 
 
**A copy of this consent letter will be supplied to you after completion of this form and your signature has 
been obtained. You may also opt out of the documentary and only participate in the research for publication 
in articles, journals, books and dissertation under a pseudonym. 
 
If you feel you have not been treated according to the descriptions on this form, or if you have any questions 
about your rights as a research subject, including questions, concerns, complaints, or to offer input, you may 
call the Office for the Protection of Research Subjects (OPR) at (217)333-2670 or e-mail OPRS at 
irb@illinois.edu.  
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Appendix C – Participants Demographic Chart 
   
 Participants Black Black/Asian Black/Latina Asian 
Women Race/Ethnicity 5 1 0 0 
     
Average Age 60 45 0 0 
Chancellor & Vice President 1    
President/Chancellor 1    
Associate Vice Chancellor  1 0 0 
Provost 
Associate Provost 
1  
(Associate Provost)    
Assistant Vice President 1    
Department Head/Chair 1 
1 (Dept. 
Chair)   
     
Degree Type 
3 Ph.D. 
1 Ed.D.   
1 Pd.D. & J.D. 
1 Ed.D. 
   
Marital Status 
4 Married 
1 Divorced 1 Single   
Families Yes Yes   
Ethnicity/Race Black Black/Asian   
Children Yes Yes   
 
 The graph above provides detailed information about the participants in this study, i.e., all 
women of color, primarily Black women, situated in higher education leadership roles within the 
United States. This includes marital status, age, level of education (degrees) etc.  Note: All 
participants are currently or previously employed by a four-year predominantly white academic 
institution.   
 
202 
 
Appendix D – 2011 Presidency Chart on Black Women in Higher Education based on 
Demands, Race and Gender (Sex) 
321(ACE: on Presidents at Colleges and Universities in the U.S. based on demands, race and sex, 
(gender)).  
 
 
 
                                                          
321 American Council on Education, “Summary Profile of the American College President: 2011,” The American College 
President, 2016 ed., Higher Education and National Affairs, American Council on Education (2016). 
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Appendix E – Organizational Chart for the Purposes of this Study 
 
Colleges vs. Universities - The term “university” refers to an institution with more than one 
college: for example, an undergraduate and a graduate college. A college tends to focus less on 
research, and more on teaching. Universities tend to focus on teaching and research. “Land grant” 
institutions focus on teaching, research, and service to the community. 
 
Administration - The “administration” of an institution includes the people at the top of the 
organizational chart. They are responsible for the overall institution. 
 
• Board of Trustees: The Board of Trustees of a University are (usually) the ultimate 
decision-makers. The Board could decide to close a University, for example. They tend to 
own large expenditures and meet quarterly. The higher up in the administration, the more 
aware (and concerned) administrators are about the Board of Trustees. 
• President/Chancellor: the chief executive officer of an institution. They carry out the 
Board of Trustees decisions and advise the Board of Trustees. They make the big decisions 
that don’t have to be made by the Board of Trustees. Some schools say “President” and 
others “Chancellor.” 
• Vice-President/Vice-Chancellor: the people who report to the President who manage large 
parts of the institution, for example “Vice-Chancellor for Student Affairs.” “Executive” is a 
higher rank, e.g. “Executive Vice-President” outranks “Vice-President.” 
• Provost: the chief academic officer (Universities only). Usually ranked at the Executive 
Vice-President level. All teaching/research should roll up to this position. 
• Assistant/Associate Vice-President/Vice-Chancellor/Provost: the next layer down from 
Vice-President/Vice-Chancellor/Provost. “Associate” is a higher rank, e.g. “Associate Vice-
President” outranks “Assistant Vice-President.” I personally believe that Associate Provost 
and Associate Vice-President are the same level, University politics notwithstanding. If you 
see the rare “Vice-Provost” title, this ranks between Associate Provost and full Provost. 
• Dean: Deans oversee colleges: for example, the Dean of Forestry. Deans have an academic 
focus and report to the Provost. In my opinion, the “Dean” rank is not comparable to other 
ranks other than that it’s below Provost and Vice-President. Deans can be time-bound 
appointments similar to department heads (see below). 
• Assistant/Associate Dean: People who help Deans and report to the Dean. Again, 
“Associate” ranks above “Assistant.” 
• Department head/Department chair: Department heads (or “department chairs”) are 
usually (tenured) faculty from that department that rotate on a time-bound appointment. For 
example, a mathematics faculty member may become head of the mathematics department 
for 5 years (and then someone else would become department head).322 
 
 
 
 
 
                                                          
322 John Borwick, “What Is a Provost? An Introduction to Administrative and Academic Ranks,” Higher Education, 
(March 11, 2013),  http://www.heitmanagement.com/blog/2013/03/what-is-a-provost-an-introduction-to-
administrative-and-academic-ranks/. 
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Appendix F - Chronology of the Advancement of Black Women in Higher Education 
 
1850 - Lucy Session earned a literary degree from Oberlin College, making her the first 
Black woman in the United States to receive a college degree. 
 
1862 - Mary Jane Patterson earned a B.A. degree from Oberlin College making her the first 
Black woman to earn a Bachelor’s degree in the United States. 
 
1864 - Rebecca Lee [Crumpler] became the first African-American woman to graduate from a 
U. S. college with a formal degree, and the first and only Black woman to obtain the Doctress 
of Medicine from the New England Female Medical College in Boston, Massachusetts. 
 
1865 - Fannie Jackson Coppin became the second Black woman to earn a Bachelor’s degree 
from Oberlin College 
 
1866 - Sarah Woodson Early was appointed professor of English and Latin, and lady 
principal and matron at Wilberforce University, making her the first African- American 
woman on a college faculty. 
 
1867 - Rebecca Cole became the second black woman to receive a medical degree in the 
U.S., graduating from the Women’s Medical College of Pennsylvania in Philadelphia. 
 
1869 - Howard University Medical School opened its doors to women both black and 
white; by 1900, 103 women had enrolled, 48 of whom – 23 Black women and 25 white 
women had graduated. 
 
Fanny Jackson Coppin named principal of the Institute for Colored Youth in Philadelphia, 
making her the first black woman to lead an institution of higher learning in the U. S. 
 
1873 - Lucy Laney was one of the first African-American women to graduate from 
Atlanta University. 
 
1879 - Mary Eliza Mahoney graduated from the School of Nursing, New England 
Hospital for Women and Children in Boston, and became the first African- American 
in the U. S. to receive a diploma in nursing. 
 
1883 - Hartshorn Memorial College for Women founded in Richmond, Virginia, and 
became (in 1888) the first educational institution in the U. S. chartered as a college for 
Black women. 
 
1884 - Anna Julia Cooper, Mary Church Terrell and Ida Gibbs (Hunt) graduated from 
Oberlin College in 1884. 
 
1886 - First school for Black nursing student was established at Spelman Seminary, 
Atlanta, Georgia. 
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1889 - Josephine A. Silone Yates became professor and head of the Natural Sciences 
Department at Lincoln University (Jefferson City, Missouri), earning $1,000 per year. 
 
1892 - Mary Moor Booze, Harriet Amanda Miller, and Dixxie Erma Williams graduated 
with B. S. degrees from Hartshorn Memorial College making them the first woman to 
receive college degrees from a black woman’s institution. 
 
Anna Julia Cooper published book A Voice from the South, which championed the cause of 
Black women’s education 
 
1893 - Meharry Medical College awarded it first medical degrees to two women, 
Georgianna Patton and Anna D. Gregg. 
 
1897 - Elizabeth Evelyn Wright, with the help of Jessie Dorsey founded the Denmark 
Industrial Institute School in Denmark, South Carolina, which was later renamed Voorhees 
Industrial School, and is now Voorhees College. 
 
1901 - Spelman Seminary granted its first college degrees to Jane Anna Granderson and 
Claudia Turner White. 
 
1904- Mary McLeod Bethune founded a normal and training institute for African- 
American girls in Daytona Beach Florida, would later become Bethune-Cookman College. 
 
Jessie Redmon Fauset was the first woman to gain entry into Phi Beta Kappa and graduate from 
Cornell with a Phi Beta Kappa Key. 
 
1918 - Nora Douglas Holt became the first African-American to earn an advanced degree 
in music, receiving an M.Mus from the Chicago School of Music. 
 
1921-  Sadie Tanner Mossell Alexander became the one of the first Black woman to earn 
a Ph.D., in economics from the University of Pennsylvania and the first Black woman to 
pass the bar (law) in the state of Pennsylvania. 
 
Georgiana R. Simpson, earned a Ph.D. degree in German, from the University of Chicago. 
 
Eva Dykes, earned a Ph.D. degree in English philology, from Radcliffe College. 1923 - 
Virginia Proctor Powell [Florence] became the first African-American woman to 
receive professional training in l ibrarianship from the Carnegie Library School in 
Philadelphia. 
 
1924 - Spelman Seminary changed its name to Spelman College and began to offer 
college courses on its own campus. 
 
1926 - Bennett College, founded as a coeducational institution in 1873, became a college 
for women. 
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1925 - Anna Julia Cooper became one of the first African-Americans to receive a Ph.D. 
in French from the University of Paris. 
 
1929 - Lucy Diggs Slowe convened the first annual conference of deans and advisors to 
girls in Negro schools, which gave birth to the Association of Deans of Women and 
Advisers to Girls in Negro Schools. 
 
1929 - Anna Julia Cooper named the president of Frelinghuysen University in Washington, 
D.C. 
 
Jane Ellen McAlister was the first African-American women in the United States to earn a 
Ph.D. degree in education. 
 
1931 - Jane Mathilda was the first Black woman to graduate from Yale University.  
 
1932 - Hartshorn Memorial College, the first black woman’s college, merged with 
Virginia University. 
 
1934 - Ruth Winford Howard became the first woman in the United States to receive a 
Ph.D. degree in psychology from the University of Minnesota. 
 
1935 - Jessie Jarue Mark became the first African-American woman to earn a Ph.D. degree in 
botany from Iowa State University 
 
1936 - Flemmie P. Kittrell became the first African-American woman to earn a Ph.D. degree in 
nutrition from Cornell University. 
 
1939 - Tuskegee Institute established a school of nurse-midwifery 
 
Mary T . Washington b e c a m e  t h e  f i r s t  A f r i c a n -American w o m a n  C e r t i f i e d  P u b l i c  
Accountant, after graduating from Northwestern University in Chicago, Illinois. 
 
1940 - Roger Arliner Young became the first black woman to earn a Ph.D. degree in 
zoology from the University of Pennsylvania. 
 
1942 - Margurite Thomas became the first African-American woman to earn a Ph.D. 
degree in geology from Catholic University. 
 
1943 - Mamie Phipps Clark became the first black woman to earn a Ph.D. in psychology 
from Columbia University in 1943. According to Littlefield “her research into the racial identity 
formation of black children (with her husband, Kenneth Clark) would be central evidence cited in 
the 1954 Brown v. Board of Education Supreme Court decision. 
 
1947 - Marie M. Daly became the first African-American woman to earn a Ph.D. in 
chemistry from Columbia University. 
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1948 - Ada Louis Sipuel, help to set the stage for desegregation of professional schools. 
In Ada Louis Sipuel v. Board of Regents, the Supreme Court ordered the University of Oklahoma 
School of Law to admit Sipuel, arguing that a state cannot require African- Americans to 
postpone their education until separate black graduate or professional schools are established. 
 
1949 – Marjorie Lee Brown and Evelyn Boyd Granville, these two women became the first 
African-Americans to earn Ph.D. degrees in mathematics: Marjorie Lee Brown (University of 
Michigan) and Evelyn Boyd Granville (Yale University). 
 
1950 - Norma Merrick Sklarek graduated from the School of Architecture at Columbia 
University and in 1954 she became the first woman to be licensed as an architect in the U. 
S. 
 
1951 - Mildred Fay Jefferson became the first African-American to graduate from 
Harvard University’s Medical School. 
 
1955 - Willa Player became the president of Bennett College, making her the first black 
woman college president of a college since Mary McLeod Bethune. 
 
1956 - Autherine Lucy, help to set the stage for desegregation of public colleges. 
According to Littlefield, “Under a Supreme Court order and with the aid of Ruby Hurley, National 
Association for the Advancement of Colored People regional director, Autherine Lucy [Foster] 
enrolled in the University of Alabama at Tuscaloosa, only to be expelled days later by university 
officials, who cited her statements regarding race relations at the school as grounds for dismissal. 
 
1960 - Ruth Simmons became the ninth president of Smith College, and the first black 
woman to head a Seven Sisters college. 
 
Historian Mary Frances Berry, was the first Black woman to serve as the president of 
the Organization of American Historians. 
 
1961 - Charlayne Hunter [Gault] and Hamilton Holmes became the first African-American woman 
and man to be admitted to the University of Georgia in the 175-year history of the University. 
 
1970 - Elaine Jones became the first black woman to graduate from the University of Virginia 
School of Law and in 1993 she became the head of the NAACP Legal Defense and Education 
Fund. 
 
1972 – Willie Hobbs Moore became the first African American woman to earn a PhD in Physics, 
which she earned from the University of Michigan. 
 
1976 - Mary Francis Berry became the chancellor of the University of Colorado, serving 
as the first African-American woman to head a major research university. 
 
1979 - Jenny Patrick became the first black woman to earn a Ph.D. degree in chemical engineering 
from the Massachusetts Institute of Technology. 
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1981 - Mariam Wright Edelman became the first black person and second woman to 
chair the Spelman College Board of Trustees. 
 
1983 – Christine Darden became the first Black women in the U.S. to earn a Ph.D. degree 
in mechanical engineering, which she earned from George Washington University. 
 
1987 - Johnnetta Cole became the first black woman to head the oldest college for Black women 
still in existence in the United States, Spelman College. 
 
Niara Sudarkasa became the first woman president of Lincoln University, the nation’s oldest 
black college and, for much of its history, an all-male institution. 
 
1988 - Charlayne Hunter-Gault became the first black person in the 203-year history of her alma 
mater, the University of Georgia, to deliver the commencement address. She was one of the first 
blacks to be admitted to the university twenty-five years earlier. 
 
1996 – Women first passed men in bachelor’s degrees in America in 1996. 
 
2001 – Ruth Simmons became the eighteenth president of Brown University, which made her the 
first black woman to lead an Ivy League institution.  
 
2011 – For the first time, American women passed men in obtaining advanced degrees. 
  
*Note:  From Facts on File Encyclopedia of Black women in America: Education (pp.164-172), and 
information added by the researcher.  
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APPENDIX G:  DEMOGRAPHICAL PARTICIPANTS INFORMATION FORM 
Name: ______________________________________________________________________ 
Address: ________________________City: ____________ State: ______ Zip Code: ________ 
Phone: (___)_________Cell/Office Ext. _____  Birthdate: ________ Birthplace: _____________ 
E-mail address: ______________________________________________________________ 
Age: Circle One 
• 20-29 
• 30-39 
• 40-49 
• 50-59 
• 60-69 
• 70+ 
Marital Status: ________________  # Children: ______________   # Siblings: _____________ 
Years of Experience in Education: (Please list name of institution) 
 Primary/Secondary School Training _______________________________________ 
 Primary/Secondary School Administration__________________________________ 
 Post-Secondary Teaching ________________________________________________ 
 Post-Secondary Administration ___________________________________________ 
Years of Administrative Experience:  (Please list name and title at each university) 
 Department Head/Chair University _________________________________________ 
 Dean/University ________________________________________________________ 
 Vice President/University ________________________________________________ 
 President/University ____________________________________________________ 
 Assistant Provost/University _____________________________________________ 
 Associate Provost/University _______________________________________________ 
Provost/University _______________________________________________________ 
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 Chancellor/University _____________________________________________________ 
 Other _________________________________________________________________ 
Educational Background: (Please list degree and university) 
 High School ___________________________________________________________ 
 Bachelors _____________________________________________________________ 
 Masters _______________________________________________________________ 
 Doctorate _____________________________________________________________ 
Mother’s Birthplace: _____________________   Father’s Birthplace: _____________________ 
Mother’s Highest Degree Completed/Type: _________________________________________ 
Father’s Highest Degree Completed/Type: _________________________________________ 
PART 2):  Institutional Data 
Current/Last Institution: _________________________________________________________ 
Street Address: _______________________________________________________________ 
Enrollment: __________________________________________________________________ 
Number of Administrative Employees in Leadership: __________________________________ 
Percentage Female: ___________________________________________________________ 
Percentage or Number of Black/African-American: ____________________________________ 
Percentage or Number of Black/African-American Female: _____________________________ 
Percentage or # White Male __________ Percentage or # White Female _________________ 
Percentage or # Asian American Male _____ Percentage or # Asian American Female _______ 
Percentage or # of Other Male _____________   Percentage or # of Other Female __________ 
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PART 3):  Employment Data 
Title: ________________________________________________________________________ 
Department: __________________________________________________________________ 
College/Division: ______________________________________________________________ 
Job Description: (Please attach if you have one available) ______________________________ 
______________________________________________________________________________
__________________________________________________________________________ 
Size of Direct Staff: ____________________________________________________________ 
 Titles: _________________________________________________________________ 
____________________________________________________________________________ 
Primary Reporting Line: ________________________________________________________ 
Secondary Reporting Line: ______________________________________________________ 
Years in Current Capacity: ______________________________________________________ 
Years Planning to Remain in Capacity: _____________________________________________ 
Comments: __________________________________________________________________ 
Career Goals: ________________________________________________________________ 
____________________________________________________________________________ 
____________________________________________________________________________ 
Additional Information: __________________________________________________________ 
____________________________________________________________________________ 
           10/2016 dymc 
